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Abstract 
 
In this master thesis, I aim to examine which Corporate Social Responsibility (abbreviated to CSR) 
practices are evident in the everyday internal communication practices at the non-governmental 
(NGO), GAME. I have narrowed my focus to the internal communication processes at this 
organisation as I work within a socially-constructionistic framework. Qualitative interviews form 
the bulk of the empirical basis from which this thesis operates.  
 
A concise history of the field of CSR is given, from its inception as a term within the business 
discourse in the middle of the last century, to its modern day application and the increasingly 
persuasive arguments for its implementations in various contexts, both corporate and noncorporate. 
This is relevant as it helps the reader gain an understanding of the use of the CSR term as we know 
it today. Moreover, by tracing its evolution, one can understand its implementation in the context of 
GAME.  
 
The application of CSR theory within an NGO is particular in that much of the theory is applicable 
within corporate (profit-based) contexts. However, as this thesis demonstrates using arguments such 
as those put forward by the UN Guiding Principles of 2011, there is jurisdiction for more socially 
responsible practice within all forms of organisations, NGO’s such as GAME included.  
 
It is evident from the results gathered that GAME operates within a human rights framework that 
fits into some of the stipulations of the UN Guiding Principles of 2011. However, from my 
interviews, it is also clear that CSR is not deemed as an important component in the operation of the 
organisation as numerous interviewees regard the work that GAME does as being socially 
responsible in itself. Therein, there are varied understandings of CSR at different hierarchical 
levels. There is, however, consensus that GAME operates within a framework that supports 
diversity and anti-discrimination. However, there are inconsistencies in the internal communication 
process that one can argue are detrimental to the CSR traditions and overall social goals of the 
organisation.  
 
 
 
 
Abstract in Danish  
Abstrakt 
 
I dette speciale undersøger jeg, hvilke Corporate Social Responsibility (forkortet til CSR) 
praksisser, der finder sted i den daglige interne kommunikation i praksis i organisationen GAME 
Danmark. Dette er gjort ud fra en socialkonstruktionistisk tilgang, flere kvalitative interviews udgør 
størstedelen af den empiriske base for dette speciale. 
 
Historien for CSR er kort præsenteret fra dets begyndelse som en term indenfor forretningsdiskurs 
tilbage fra midten af det sidste århundrede og frem op til nutidens brug af termen, og dens øgede 
overbevisende argumenter for at blive implementeret i forskellige kontekster, både virksomheder og 
ikke-virksomheder. 
 
Anvendelsen af CSR teori indenfor en NGO er speciel, idet at en stor del af teorien er anvendelig 
indenfor virksomhedens (profit-baserede) sammenhænge. Dog som dette speciale demonstrerer ved 
brug af argumenter, som er fremsat af FN’s vejledende principper fra 2011, hvor der er 
argumenteret for mere social ansvarlig praksis indenfor alle former for organisationer og NGO’er, 
inkluderende GAME. 
 
Det står klart ud fra resultaterne, at GAME opererer indenfor et menneskerettighedssyn, der står i 
sammenhæng med nogle af de bestemmelser fra FN’s vejledende principper fra 2011. Ud fra mine 
interviews står det dog klart, at CSR ikke er anset som en vigtig del i driften af organisationen, da 
flere af de interviewede anså GAME’s arbejde værende social ansvarlig i sig selv. Deri er der flere 
opfattelser af CSR på de forskellige hierarkiske niveauer. Der er dog enighed om, at GAME 
opererer indenfor en struktur, der støtter diversitet og anti-diskrimination, derimod er der ikke 
enighed om den interne kommunikations proces, hvilket kræver en revidering.  
  
 
 
 
 
 
 
Thesis Structure 
 
In order to make things clear and simple to the reader of this thesis, I have chosen to divide it into 
several sections: 
 
Part I: Introduction; A concise introduction to the traditions of the CSR field and how they relate 
to corporate activity in today's world. I discuss the motives behind my research and provide a brief 
overview of the delimitations that exists within the framework I have chosen to operate in. 
 
Part II: Context; An important section in this thesis. Here, I provide a detailed overview of the 
history of CSR, a nascent field in world history that is articulating itself with increasing prevalence 
in the social narrative of our time. The case – in – point (GAME ) is also presented, with a view to 
helping the reader gain insight into the manner in which the company operates, its corporate culture 
and organizational structure. 
 
Part III: Theoretical Methodological considerations; A presentation of the methodological 
choices made for this thesis is given. I discuss the merits of qualitative research as a working 
framework for this particular thesis, using relevant literature to argue for my choice. Theories used 
are presented and reviewed- both with respect to underlying meta theory (social constructionism) 
and micro theory. 
 
Part IV: Analysis; A brief overview of the participants of the empirical research is given, and the 
questions that they were asked are also presented. Discursive opinions and traits are discussed and 
their relationship to relevant theory is explored. Based on this, recommendations are presented and 
discussed 
 
Part V: Discussion & Conclusion; Discussion of points raised in the analysis, concluding remarks 
- summary of key points, and future perspectives based on the results obtained in this thesis are also 
made in this section.  !
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1.0 Part I: Introduction  
 
In the following chapter, a concise introduction to the traditions of the CSR field and how they 
relate to corporate activity in today's world is given. I discuss the motives behind my research 
and provide a brief overview of the delimitations that exists within the framework I have chosen 
to operate in. 
 
1.1 Introduction  
 
Historically, there have been numerous discussions of the role of businesses in our society and to 
whom and for what their activities are responsible for. The goals of many business organisations 
have profit-making at the heart of their operational ethos - in itself not a negative motive. 
However, there may be and often are, costs to society as a result of business operations and 
indeed as a consequence of pursuing profit-making as a corporate goal. In similar vein, one could 
argue that organisations of all forms, profit based or non-profit, can have an influence on society 
that extends beyond the reaches of their activities. With influence comes responsibility.  
 
Corporate Social Responsibility is an area of increasing importance in the spectrum of corporate 
activity in this day and age. Since the fifties, numerous arguments have been put forth relating to 
the responsibility to society that businesses ought to have, a responsibility that extends beyond 
the realms of existing to survive and make a profit as most corporate practice holds. Indeed 
businesses can no longer conduct their activities without incorporating some sort of moral and 
ethical consideration of how such activities impact the surrounding environment (planet), the 
people involved in or affected by this activity (people) and the economic impacts of corporate 
activity on society (profit) (Thorsen & Miesling, 2011). 
 
Why should firms care about the fate of the world and don’t they do so already? The 
case for businesses taking a philanthropic interest in the fate of the world and the issues that 
undermine society’s progress manifests itself in the creation of shared value and not merely 
profit per say, as Kramer and Porter point out (Kramer & Porter, 2011). Shared value connects 
societal and economic progress by broadening the scope and aim of capitalism from being an 
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economic framework of operation that has leaned towards cultivating the interests of business at 
the expense of subgroups within it. Hence, many businesses have realised over the years that 
there is an indisputable link between good CSR and the long-term value of their organizations. 
 
The case for practicing good CSR exists, and there is a general acknowledgment of this across 
the board, ratified no less by the UN Guiding Principles, which were formulated as recently as 
2011. A nascent set of governing statutes, the UN Guiding Principles’ preside over a new way of 
thinking; namely adding shared value through the ethos that business need to become more 
involved in mitigating social issues even if such issues are not directly linked to their operations. 
Businesses have a responsibility; “to avoid causing or contributing to adverse human rights 
impacts through their own activities and address such impacts when they occur” and, more 
importantly, to “seek to prevent or mitigate adverse human rights impacts that are directly linked 
to their operations, products or services by their business relationships, even if they have not 
contributed to those impacts” (UN Guiding Principles on Businesses and Human Rights, 2001). 
Moreover: 
 
“The normative contribution lies not in the creation of new international law 
obligations but in elaborating the implications of existing standards and 
practices for states and businesses; integrating them within a single, logically 
coherent and comprehensive template and identifying where the current regime 
falls short and how it should be improved.” (Ruggie, 2011:5). 
 
There is more to CSR than the Guiding Principles, however. Importantly, these principles are 
merely guiding (as the name suggests), with over 192 UN member states to which they apply, 
each business within a member state (there are thousands) must adapt the guidelines to their 
individual form, function and nature. 
 
In this thesis, I will provide an overview of some of the dominant CSR narratives, dating back to 
the fifties with the aim of providing the reader with an understanding of what is meant by the 
term and how it has evolved over time to become the concept we know it as today. This can be 
found in part II of this thesis, in the section entitled “The History of CSR.” Illustrating its 
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relevance in all forms of organisational activity, this thesis discusses CSR in the context of 
GAME, a local NGO that works with street sports.  
 
Whilst much of the literature germane to CSR has tended to focus on firms within the more 
traditional capitalist tradition (profit-driven corporations), there is agency for its application 
throughout all forms of enterprise, the non-profit sector included. Here, we can discuss the 
obviousness of the responsibilities of NGO’s operating within a paradigm that re-generates 
profits into the work that they do, be it humanitarian or in an advisory capacity for other firms or 
governments. However, I believe that we can and must ask questions of this responsibility and 
how it is framed and articulated in practice. I also feel that it is important to examine the 
relationships between NGO’s and their stakeholders - such as the government and private firms. 
Are there synergies between these groups that can be articulated through CSR policies and more 
importantly, what gains can be made for all parties through well-crafted CSR policy? Whilst this 
is not the focus of this thesis, it is very much a part of the wider discussion of CSR in practice 
today, justifying the seemingly obvious decision of choosing to examine CSR in one of the 
world’s top 500 NGO’s (GAME a, 2015). 
 
In this regard, I have narrowed my approach angle to a focus on the internal communication at 
GAME and how this element of the organization reflects specific CSR traditions. CSR is in itself 
is a complex notion as is the nature of operations of an NGO such as GAME. Therefore there is a 
need to focus on one element of the organisation (internal communication). GAME as a whole 
does not have explicitly stated CSR policies per se, which is arguably quite justifiable given their 
NGO status and their focus on social change as part of their modus operandi. However, through 
8 interviews with various employees of the organisation, It is evident that there are other non-
written understandings of the work that GAME engages in, some of which interweave with 
relevant CSR theory. These will be examined in the analysis section of this thesis.  
 
1.1.2 Why GAME?  
One of the obvious paradoxes of examining CSR traditions at an NGO lies in the fact that 
GAME is non-profit and by and large non-corporate. However, the NGO does obtain funding 
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from numerous commercial stakeholders who have varied marketing and CSR-based interests in 
investing financial and other resources in an organisation that operates with creating social 
change, as GAME does. Whilst there is heightened focus on CSR (as the section, History of CSR 
shows) much of this focus is on large corporate entities and the discussion as to whether the 
philanthropic endeavours that they engage in fall under the category of CSR or whether they are 
camouflaged symbolic investments aimed at boosting a specific profit-driven agenda. There is 
little in the way of the role of NGO’s and the CSR profiles that they operate within, yet their role 
in society is rather important, given that many support various social causes. This being so, I feel 
that it is valid to talk about social responsibility in the context of an NGO such as GAME. The 
complexity of the nature of their operations and the arguments in the CSR rhetoric in society 
today are substantial as far as this thesis is concerned.  
 
1.2 Problem Area 
 
To narrow down the research field, this thesis focuses on one element of GAME’s operation - the 
manner in which the organisation communicates internally. Within this frame, I hope to ascertain 
which CSR theories are manifested in the communication practices explored. By communication 
practices, I am referring to matters such as the flow of information within different 
organisational layers such as the transmission of goals and agendas. This thesis is not a 
comprehensive report that reviews and evaluates the specific internal policies, strategies and 
procedures at GAME per se, rather, through semi-structured interviews conducted with a small 
section of employees - an attempt to gauge the nature of the internal communication at this 
organisation is made, within which, parities and disparities with given CSR traditions are made 
and discussed.  
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1.2.1 Problem Formulation 
With this in mind, the following problem formulation has been made in order to guide the 
direction of this thesis:  
 
Which CSR practices are evident in the everyday internal communication 
practices at GAME? 
 
 
1.3 Motivation 
In the following chapter, I will briefly discuss the motivating thoughts behind this thesis. I have 
chosen for the most part to discuss the more theoretical and practical motives behind the writing 
of this thesis.  
In an age in which CSR is gaining agency as a concept within business, I find it pertinent to ask 
questions of the corporations that dominate the social narrative. It has become apparent that it is 
no longer enough for businesses to operate merely within the traditionally accepted maxim of 
making a profit.  
 
If we trace the evolution of the CSR term from around the 50’s and onwards, one can clearly see 
an increase in the demands on businesses when it comes to them operating in a manner that is not 
solely based on profit-making but on also on resolving some of the costs to society of their 
business operations as well as taking an interest in social issues. This is a point that is discussed 
in depth in the next section of this thesis (The History of CSR).  
 
Theorists far and wide from Archie B Caroll to Rick Relinger have argued that it makes sense for 
businesses to consider operating in a manner that goes beyond profit maximisation, survival and 
other key goals of corporate activity (Caroll, 1999 & Relinger, 2014). Relinger is a CSR 
enthusiast who focuses on how to embed the corporate responsibility to protect human rights into 
a company culture, with specific examples of how to apply theory in practical scenarios. Archie 
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Caroll on the other hand is a more established name within the field of CSR. I discuss both of the 
aforementioned theorists and why they are relevant in the Theory section of this thesis. Both in 
the case of Caroll and in Relinger’s positions, I find it interesting to examine why there are 
arguments for the relevance of increased emphasis and importance of CSR in the corporate 
narrative. Similarly, I am interested in applying such arguments in the context of an NGO like 
GAME.  
 
The UN Guiding Principles of 2011 galvanized numerous traditions and opinions within CSR, 
formulating a discourse that acts as a moral standpoint from which business can take their cues 
regarding the implementation of their social responsibilities. This is very much from an ethical 
perspective more than a normative one; the principles are guiding as opposed to binding. Whilst 
these principles are to be lauded for having coalesced varying discourses and opinions regarding 
CSR, they are also nascent and need to be improved upon through corporate behavioural practice 
that adds sustenance to them. The guidelines are, in other words, more than a mere toolkit that 
can be plugged in and out at will. Moreover, given the complexities of the diverse world in 
which we live, the UN member states that these guidelines are applicable to number around 192 
countries, within which there are numerous businesses and corporate cultures of differing nature. 
(Ruggie, 2011:5). Therefore, I am interested in looking at the Guiding Principles as a general 
frame of reference within CSR theory - why are they so relevant a discourse in varied contexts, 
profit and non-profit? 
 
Returning to the case for responsible practice, undoubtedly, there are many marketing and public 
relations departments that recognize the sales potential of seemingly responsible practices or at 
the very least of allying one’s business with such practices. This notwithstanding, the reality of 
irresponsible, profit-propelled practice continues, hidden by a few strategic investments in 
symbolic cultural capital. One example of this, to illustrate my point, are the world cup bids for 
Russia 2018 and Qatar 2022. Shrouded in allegations of fraud and with documented examples of 
labour exploitation and human rights abuses in Qatar where migrant labour from Asia toil under 
unsafe conditions to build stadia for the 2022 event, there is little doubt that there is a 
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discrepancy between FIFA’s articulated goals with regard to boosting culture through football 
and the reality of their operations (Wintour & Gibson, 2015). 
 
The hijacking of cultures that are hinged on working towards the welfare of society is nothing 
new and has manifested itself over many years of traits such as businesses strategically investing 
in the arts and sports. Another illustrative example of this is the content marketing strategy 
employed by firms such as Red Bull, who invest in everything from ownership of football teams, 
(Red Bull Salzburg), Formula One racing teams (Red Bull racing & Scuderia Torro Rosso), and 
even a music academy (The Red Bull Music Academy; RBMA). The company also actively 
sponsors extreme sports such as cliff diving, snowboarding and rallycross.  
 
RBMA describe themselves as “a global music institution committed to fostering creativity in 
music. We celebrate music, its culture, and the transformative minds behind it. Begun in 1998, 
the Academy has taken the core principles that underlie its annual workshop for selected 
participants and applied this curatorial approach to events, lectures, and city-wide festivals 
throughout ” (RBMA 2015). 
 
As seen above, this is one example of a firm that is engaging in philanthropic interests as a core 
part of its operations. Red Bull in itself as a product, has, like other energy drinks, come under 
scrutiny for the nature of their product, so investment in culture can be perceived in various 
ways, from them mitigating the effects of an ethically volatile product to strategic and effective 
CSR. Their contribution to various cultural causes is undeniable, credit due where credit is due. 
The same cannot be said for many other enterprises - few of whom take an interest in mitigating 
the costs incurred by society as a direct result of their activity. The Red Bull debate aside, it is 
important that the age of purely symbolic investments is curbed. Businesses need to be held 
accountable for their actions and operations, as arguments such as the triple bottom line principle 
hold. (Thorsen & Miesling, 2011:350). Moreover, one can argue that there is a need for 
companies to mitigate or at the very least reflect on some of their activities and their impacts.  
 
Building on this a bit further, one of the complexities of this thesis is the nature of CSR itself - a 
terminology that has indeed gained increased agency within the scope of corporate activities in 
 10 
recent years. It is true that there are calls for companies to operate with more consideration for 
the social costs of their activities (as argued for in the section - History of CSR). However, whilst 
some companies respond to this by appropriating attention and resources to doing so, others 
make strategically smart moves to sell more products through symbolic investments in social 
causes. What constitutes CSR and what makes it different from a profit-making strategy ? 
Similarly, when one talks CSR in a non-profit context such as GAME, a large part of the work 
that such organisations are involved in relates to ameliorating social causes. What makes CSR 
different from the day-to-day operations of a NGO? These are some of the complexities that are 
of interest to me in this thesis.  
 
I have chosen to explore the sort of CSR in operation at GAME, a local NGO, as a means to 
evaluating how effectively and with what degree of consistency the traditions of the field are 
applied at this company. It goes without saying that, as an NGO, this organisation is driven by 
interests that are based on premises that differ from the traditional profit-propelled intentions of 
corporations looking only to make financial returns on their investments. Whilst the merits of 
businesses operating to make a profit and creating employment, economic growth and so on 
cannot be argued with, numerous CSR advocates have argued that businesses ought to operate in 
a manner that goes beyond merely making a profit. One example of such advocacy is Howard 
Bowen, the father of CSR according to some, who, as far back as the early fifties, asserted that 
“businessmen were responsible for the consequences of their actions in a sphere somewhat wider 
than that covered by the profit and loss statements.” (Caroll, 1999:270). 
 
Concurrently, it would be safe to assume at this stage that corporate social responsibility is a 
phenomenon that is anchored in the modus operandi of GAME. As an NGO that creates a 
framework within which practicing street sports and developing street culture are key, GAME is 
by de facto, an organization that has the amelioration of social concerns embedded in its ethos. 
But is this articulated in the manner in which the organisation communicates internally? I am 
curious when it comes to seeing what various employees at GAME say in response to queries 
related to GAME’s involvement with CSR.  
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Equally, I am inquisitive when it comes to ascertaining what traditions of CSR are evident in the 
manner in which GAME communicates internally, amongst its employees. This is inspired, by 
amongst others, Rick Relinger, who voices the importance of companies following through on 
the written discourse that constitute the formal human rights policies of their business practices.  
 
I hope to gain a better understanding of how aware employees are at GAME of the CSR 
practices that the organization aligns itself with and how it applies to them at the various levels 
of the organizational hierarchy. Is there consistency between the understanding of social 
responsibility at the top of the chain of command and at the bottom of it? More importantly, what 
can be done to improve such an understanding in order to make it more holistic at all levels of 
the organization? Tying into the social-constructionistic anchorage that this thesis is hinged to, it 
is interesting as a researcher, to consider the varied positions one might be confronted within the 
course of conducting interviews. Each represents a specific viewpoint, that is articulated from a 
relative perspective. The manner in which various relative perspectives interweave with each 
other is key, as this builds up a discourse that one can thereby analyse.  
 
In the previous section, I have examined the motives behind this thesis. The fact that CSR is 
gaining increasing agency in various contexts in our day and age is of interest in this regard. So 
too, is the official legislation that legitimizes the increasing focus on socially responsible 
behaviour. The UN Guiding Principles and their implications are an interesting focal point in this 
respect.  
 
In an age of symbolic investments made in the interests of distracting consumers away from the 
deep-seeded pitfalls of pursuing profit motives without mitigating social costs, there are plenty of 
examples of firms and organisations on the whole whose CSR focus is purely symbolic. Equally, 
there are examples where some degree of symbolism is present but within which efforts to 
mitigate social costs are evident. I am interested in GAME’s relationship to CSR and in how it is 
manifested in the internal communication at this organisation.  
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1.4 Delimitations 
 
Due to the numerous variables involved in and the complexity of the research area of this theory, 
It is necessary to limit the field of research somewhat. In this section I will discuss the main 
delimitations that define this thesis.  
 
Methodologically, one can discuss the limits of qualitative research as a method for collecting 
and analysing data, as has been the case for this thesis. Semi-structured interview processes do 
allow for more freedom with regard to interviewee responses but they can be more complex to 
analyse as results and responses may vary significantly from one interviewee to another. This 
can make finding trends and drawing conclusions more challenging than research methods that 
operated with more fixed variables and results based on such variables.  
 
Moreover due to the volume of data being processed as a result of in-depth qualitative 
interviews, a smaller sample size is used, limiting the range of respondents used. As a researcher, 
I must also be aware of my own bias, as someone involved in GAME.  
 
Structurally, an NGO like GAME is one that is active on many fronts and that operates in 
numerous areas. It is also a relatively new organisation and there is a high staff turnover due to 
the circulation of internships every six months and the fact that it is a company that is growing 
rapidly, creating new positions at a quick pace. Within internships alone, GAME solicits the 
services of up to six interns every six months within departments such as event planning & 
management, playmaker programme co-ordination and in-house operations (GAME a, 2015). 
This implies that one needs to be specific and look at one aspect within all the many, thus 
narrowing the research scope somewhat. From a purely structural perspective, for instance, 
GAME operates on different levels - with a board, full- and part-time employed staff and 
volunteers at different levels of influence within the organisation. Rather than focus on all three 
dimensions which arguably would add depth and perspective to my research, I have narrowed 
the scope to a focus on the communication within the full- and part-time staff. The board and 
volunteers are not as involved in the day-to-day operations at the organisation as full- and part-
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time staff are. Therefore, they are less likely to be as significantly involved in internal 
communication processes.  
Another key delimitation has been the challenge of there not being significant material in the 
way of explicit CSR policies to work with at GAME. Much of the policies followed by the NGO 
are implicit, partially due to its status as an NGO with a de facto vested interest in social 
responsibilities of various forms and partially due to the fact that it is a relatively new company. 
 
Regarding the UN Guiding Principles of 2011, which I am going to discuss in greater depth 
further on, one obvious delimitation has been that of fitting specific guidelines to the internal 
communication practices at GAME. There are around 192 UN member states to which these 
guidelines may be applied. Moreover, many of them have been written with the operations of 
large corporate structures in mind. GAME is a medium sized operation in Denmark, a small 
country in a sea of UN member states. Can the UN Guiding Principles be applied with the 
specificity with which I have employed them in relation to GAME? Whilst it is true that the 
guidelines render themselves applicable to all organisations, it is also true that the point of 
departure for many of the recommendations made by these guidelines is one that has roots in the 
corporate (as opposed to non-profit) world. It has therefore been necessary to filter various 
theories in order for them to be applicable to GAME.  
 
Lastly, one lacking element in the CSR discourse over the years has been the lack of specificity 
insofar as specific references and contexts within which one may apply it. Literature that 
addresses this is rather recent and untested, a discrepancy to take into account, for instance with 
regard to the theories of Rick Relinger, which are used significantly in this paper. The UN 
Guiding Principles themselves follow this trait too, as discussed above. There is therefore little in 
the way of CSR traditions written with respect to internal communication in firms, much less - so 
with regards to NGO’s. This presents opportunities in the form of working within ground-
breaking frameworks but it is also challenging by the same token. 
 
Based on these delimitations, a history of the field of CSR and how it has come to be understood 
in today’s day and age will be presented.  
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 2. Part II: Context 
 
In the following chapter of this thesis, I provide a detailed overview of the history of CSR, a 
nascent field in world history that is articulating itself with increasing prevalence in the social 
narrative of our time. The case – in – point (GAME ) is also presented, with a view to helping the 
reader gain insight into the manner in which the company operates, its corporate culture and 
organizational structure. 
 
 
2.1 The History of CSR 
 
In this section, I will provide a brief introduction to the field of CSR, discussing its inception as a 
concept adhered to by businesses and its consequent evolution thereof to what it has come to 
imply in today’s day and age.  
 
An awareness of the history of CSR is key for the reader as it illustrates where the ideas that 
govern the field today have their roots. In the case of GAME, though more recent theory such as 
The UN Guiding Principles is more applicable, it is important for one to have an understanding 
of the underlying theory that leads up to these principles. Given that the application of CSR in 
corporate contexts is something that is in itself, rather novel, it is important to understand how 
and why we have arrived at the understanding of CSR that dominates today’s social narrative. 
This is all the more valid when we discuss CSR in the context of an NGO such as GAME.  
 
As will be denoted further on, the history of CSR, whilst only sixty or so years in age, is both 
detailed as well as diverse. Extensive debates have been made as to what CSR is or should be, 
often devoid of a common consensus and prone to evolution over time. It has therefore been 
necessary to screen through such voluminous narratives in order to find aspects that one can 
identify or apply within the context of GAME’s internal communication. 
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The complexity of doing so is further embossed by the fact that many CSR dialogues have been 
made as a response to or exemplification of the epoch in which they were framed. For example, 
many of the power shifts in the society of the 60’s became evident in the rhetoric of the CSR 
literature of the 70’s, as I will discuss in the next section of this report. The 70’s were for CSR, a 
time of voluminous publications and a game changer in the CSR landscape at the time, as the 
writings of Caroll (1999) show. (see section “CSR no Longer an Unknown Quantity, the 1970’s).  
 
More recently, one can discuss the UN Guiding Principles, formulated in 2011, and how novel 
they are as a formal discourse governing what CSR is and entails. They too were framed on the 
decades that preceded their inception and on the decades before the 2000’s. Are they adequate 
enough for the rapidly evolving tech society in which we live or is CSR some form of moving 
target which the rhetoric and policies of companies must always be behind rather than ahead of? 
 
The section below traces the evolution of CSR from its beginnings as an idea in the 1950’s to its 
inception as expected practice in today’s world. I discuss the main CSR themes of various 
decades and epochs and their implications within the social narrative.  
 
2.1.1 The Genesis of CSR: The 1950's 
Whilst the idea of businesses bearing elements of responsibility to the stakeholders of the 
societies in which they operate is not necessarily a novel idea, its practical implementation in 
everyday scenarios is something that has not been at the forefront of the corporate agenda. The 
past 60 years or so have therefore been a pivotal period in the formulation of a CSR discourse 
that one can relate corporate activity to, as Archie B Caroll contends (Caroll, 1999:268). Howard 
B. Bowen is heralded by some as being the founding father of the CSR concept, through his 
publication, Social Responsibilities of the Businessesman in the early 50's. The book title denotes 
the primordial understanding of CSR at the time; social responsibility (SR) was the buzzwords 
making the headlines at that time. An understanding of firms of the time as centres of power and 
decision – making that influenced people's lives was the underpinning assumption guiding 
Bowen, who queried what responsibilities businessmen had to society. Bowen's definition of 
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social responsibilities made in the 1950’s “refers to the obligations of businessmen to pursue 
those policies, to make those decisions, or to follow those lines of action which are desirable in 
terms of the objectives and values of our society.” (Caroll, 1999:270). Without drawing any 
premature conclusions, at this point one can remark that GAME, as an NGO interested in 
furthering the well-being of people would fit- in well with Bowen’s preliminary assertions. I 
would also like to point out that many of the preliminary theories of CSR were oriented towards 
large corporations. For this reason, I consider CSR in NGO’s to be an interesting field of 
discussion. This thesis raises the question as to whether it makes sense to talk about CSR in a 
non-profit context and indeed if theory that is more routinely applicable in corporate contexts can 
find use in this respect.  
 
Whilst Bowen's work denoted what came to be some of the founding pillars of the CSR concept 
as we know it, his description of what social responsibility entailed was poorly defined and, as 
history shows us, rooted in a value -set of an American society that was clearly not as aware nor 
as attentive to the needs of all its members. At this primordial setting, the goals of the American 
economy and the military industrial complex that were at the helm of power, had little concern 
for the social problems within the greater scheme of things, as the exclusion of minorities, both 
sexual and ethnic, shows, to name but one of the issues at the time that was neglected by society, 
businesses included. CSR efforts at this point in time, were thus limited at best. 
 
The genesis of CSR as we know it today sprouts from and and understanding of the term within a 
value-based context related to firms being expected to do some good in society. Though rather 
abstract and tailored to a mindset of the 1950’s whose agenda implied that company’s operated 
more in the interests of their shareholders than their stakeholders, Bowen’s position on CSR set 
the initial precedent for there being some sort of expectations for firms and their social 
commitments.  
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2.1.2 What should firms be held accountable for? The 1960's 
Following Caroll’s historical trajectory, the 60's built on the poor foundations of the basic CSR 
definitions laid out in the 50's as attempts to formulate a definition of the concept intensified. 
Keith Davis posited a less ambiguous definition of CSR than Caroll before him, linking 
corporate power to the social responsibilities of a firm via his “Iron Law of Responsibility, which 
held that social responsibilities of businessmen need to be commensurate with their social 
power.” (Caroll, 1999:271). Where the CSR definitions of the anterior decade focused on what 
was meant by CSR (or SR, if you will), the 60's zoned in on how SR ought to be implemented. 
The idea of CSR being an activity that went beyond the standard practices and activities of the 
corporate world came to being by such virtue. To reiterate to a mention of Davis, “social 
responsibility moves one large step further by emphasizing institutional actions and their effect 
on the whole system.” “ Social responsibility, therefore, broadens a person's view to the total 
system.” (Carroll, 1999:272) Echoing this were Clarence C. Walton and Joseph W. McGuire, 
both of whom played on the idea that firms had obligations over and above the economic and 
legal ones by which they operated. Firms acting in a morally correct manner, as proper citizens 
ought to was very much an idea moulded in the writings of the 60's.  
 
A more holistic approach to CSR i.e. CSR permeating business organisations in their totality is 
one of the discussions that will be taken up at later points in this thesis. Where the 1950’s were 
the spark behind the thought behind firms being expected to do some good in society, the 60’s 
zoned in on the idea of firms implementing such a logic throughout their operations and in the 
course of their activities. Given the moral and value-based shifts in the thinking of the 60’s; CSR 
stipulations were, at that time, made in the context of expecting firms to act in ways that are 
morally sound.  
 
 
2.1.3 CSR: No longer an Unknown Quantity, The 1970's 
The 70’s were a burgeoning, bustling period for CSR, evident in the sheer volume of dialogue on 
the subject and the numerous writings related to it thereof. As this next passage shows, more 
empirical studies were also made with a view to consolidate a definition of CSR. The spirit of the 
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time, as a period that built on the epochal changes of the revolutionary sixties, dictated a sterner 
interest in social responsibilities on the part of various factions of society, businesses included.  
 
By the 70's the founding ideas of what we today know as the stakeholder approach to CSR had 
been born. Harold Johnson kicked off the decade by positing that “a socially responsible firm is 
one whose managerial staff balances a multiplicity of interests.” “Instead of striving only for 
larger profits for its stockholders, a responsible enterprise also takes into account employees, 
suppliers, dealers, local communities and the nation.” (Caroll, 1999:273). As with Bowen in the 
50’s, there may be obvious parallels between GAME’s status as an NGO and the sort of CSR 
mentioned here. Again, however, one must consider that not only were the traditions of the 70’s 
more useful in a discussion pertinent to large corporations as opposed to smaller ones, they were 
also written within an entirely different epoch to the one that GAME operates in today. As 
foundational concepts, they are, however worth mention. 
 
The 70's also represented a shift towards not merely defining concepts, but to these concepts 
being implemented in the manner in which one considered the firm. Evidence of this is apparent 
in the 1971 publication, Social responsibilities of Businesses Corporations, a document that 
empowered the rights of society in the operation of business by stating that “business functions 
by public consent and its basic purpose is to serve constructively the needs of society – to the 
satisfaction of society.” (Caroll, 1999:274). This publication was produced by the Committee of 
Public Development (CED), a panel of business people and educators and represented a shift in 
the way in applied, straying from the definitional ambiguity of the preceding decades. George 
Steiner, for instance, made a mention of spheres in which CSR might be applied. He also 
presented several models that could be used in the determination of the social responsibilities of 
businesses. (Caroll, 1999:276). Echoing this, others like Jules Backman, were even more specific 
stating exactly what sort of activities CSR ought to connote and denote: 
 
“Employment of minority groups, reduction in pollution, greater participation in 
programs to improve the community, improved medical care, improved industrial 
health and safety - these and other programs designed to improve the quality of 
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life are covered by the broad umbrella of social responsibility.” (Caroll, 
1999:299).  
 
This preliminary discussion of minority groups laid the foundation for much of the diversity and 
anti-discrimination themes that have come to dominate later CSR narratives. GAME does 
employ a diverse workforce and indeed works for the unification of diverse groups in society (as 
I will elaborate in the case presentation section). How are Caroll’s hallmark assertions regarding 
the social responsibilities of businesses manifested in GAME’s internal communication? A 
discussion of this is necessary, and can be found in the analysis section of this thesis where the 
implications of the answers of those interviewed in relation to this work are discussed.  
 
Further founding CSR concepts such as CSR fit, also enjoyed a genesis in the 70’s, through the 
pivotal works of the likes of Thomas Zenisek, who expressed frustration at the lack of empirical 
and theoretical support for CSR conceptualization up until his point of writing (1979). CSR fit 
acts as a yardstick of sorts, with regard to measuring the consistency of a firm’s CSR policies. 
Zenisek’s definition is based on the so called “fit” between “the two components of a business 
ethic and social expectations of the private economic sector.” (Caroll, 1999:282). Again, we can 
consider GAME’s status as an NGO and query what sort of discussion needs to take place 
regarding CSR fit. 
 
Tracing CSR definitions over a four-phase period, Zenisek devised a social responsibility model 
“that sought to emphasize the degree of congruence or fit between a business ethic (which had 
both ideological and operational aspects) and “societal demands / expectations.” (Caroll, 
1999:282). 
 
Archie B. Caroll himself, who I have used as a source for much of this section, also contributed 
to the tradition of explicitly defining the obligations of businesses. At the base level of existence, 
Caroll maintained that businesses are “the basic economic unit of our society” and as such they 
have a responsibility to produce goods and services at a profit (Caroll, 1999:282). Likewise, 
Caroll recognized that society also had expectations of the firm; businesses need to operate 
within the laws of governance that preside over their practice. Crucially for the development of 
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CSR, Caroll also cultivated the idea that businesses are expected in one form or another, to act in 
a manner that extends beyond the mere stipulations of the law, for instance via voluntary 
activities that (at the time) included “making philanthropic contributions, conducting in-house 
programs for drug abusers, training the hard-core unemployed or providing day-care centres for 
working mothers” (Caroll, 1999:500). These explicitly stated activities mirror the literature put 
forth by Jules Backman and indeed by the CED. 
 
In summation, the 70’s laid the cornerstone for the stakeholder approach to CSR-firms should 
take the varied interests of their stakeholders into account more, as opposed to focusing 
specifically on core stakeholder groups such as shareholders. Agency for being self-critical with 
regard to one’s social responsibilities (CSR fit) also rose to the fore in this decade. Importantly, 
the how as opposed to the what and why of CSR gained prominence - through theory such as 
Backman, wherein the specific implications of what CSR entailed were pointed out.  
 
 
2.1.4 CSR Branches Out: The 1980’s 
 
With the groundwork laid in terms of defining CSR, the 1980’s were a period in which various 
new traits and strands within CSR emerged. Writings on Corporate Social Responsiveness (CSP) 
and stakeholder theory are but two of the aforementioned. One of the central assertions at the 
start of the decade related to this was the idea of CSR as a process rather than a finality, a 
position put forth by M. Jones (Caroll, 1999:285). Jones’ proposition did little to stem the debate 
over what CSR was and more importantly, how it could be applied. This debate can be seen in 
the writings of the likes of Dalton and Cosier who came up with a model that attempted to 
quantify and appropriate the various forms or degrees to which firms could be socially 
responsible. The legal / responsible frame is unsurprisingly the one that was advocated for as the 
most appropriate. The diagram is an example of the debate as to what CSR constituted and 
implied at the time.  
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Dalton & Cossier’s 2 *2 CSR Matrix from the 1980’s 
 
Countering this debate, efforts were made to operationalize CSR in the 80’s, with the research of 
Phillip Cochran and Robert Wood (1984) creating a reputation index by which to measure CSR, 
closely hinged on the reputational indices of Moskowitz, written in the 1970’s (Caroll, 1999:286-
287). 
 
The 80’s were not as groundbreaking as the 70’s and 60’s before them, in a CSR context. 
However, how to go about measuring CSR and its implementation did become a focal point - as 
the intention to quantify it as an operational concept became more pronounced. As we have 
briefly discussed, and as the interviews conducted in this thesis demonstrate, it can be challenge 
to quantify and / or measure CSR. Nevertheless, one can argue the case for the sense in doing so, 
though how applicable across the spectrum of the many organisational forms that firms take, is 
dubious.  
 
2.1.5 The Emergence of New Themes: The 1990’s 
 
The 1990’s were far from groundbreaking in their contributions to CSR. CSP, stakeholder 
theory, business ethics theory and corporate citizenship are some of the themes that did rise to 
prominence. (Caroll, 1999:288). Theorists during this epoch put forth definitions that were more 
complex than those hitherto, as Caroll’s revised definition of CSR illustrated. Caroll maintained 
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that there were four kinds of of social responsibilities that constitute total CSR, namely 
economic, legal, ethical and philanthropic. Moreover, these categories, Caroll argued might be 
depicted as a pyramid; they had always existed but it was only recently (at the time) that ethical 
and philanthropic functions gained agency. (Caroll, 1999:289). Similarly, there was consensus 
around the idea of there being a natural fit between the idea of social responsibility and an 
organization’s stakeholders. Development of this thought put “names and faces on the societal 
members or groups who are most important to business and to whom it must be responsive.” 
(Caroll, 1999:290). Whilst no rejections of previous CSR theories were provided during the 90’s, 
there was little that was added to the core of the subject. 
 
 
2.1.6 CSR Today: The 2000’s and Beyond 
 
Based on the CSR discussions that denoted the decades after the 50’s the CSR paradigms of the 
early 2000’s have come to mould the definition of the concept as we know it today. Whilst the 
70’s and 80’s concerned themselves predominantly with environmental considerations, the 90’s 
shifted towards more specific stipulations of what was expected of firms. This entailed, among 
other things, detailed codes of conduct that define corporate practice within the individual 
organisation but also with regards to the manner in which firms relate to their suppliers and their 
behaviors. This is certainly true of the present-day European CSR approach, which aligns itself 
with business strategies more than it involves donation schemes and community contributions (as 
is the norm within the American CSR tangent du jour.) (Thorsen & Meisling, 2011:350). 
 
Within this frame of thought, we can discuss what has come to be known as the triple bottom 
line, also known as people, planet and profit. Discourses around CSR in the 2000’s have focused 
on creating liability within companies towards these three elements such that “companies are 
expected to find sustainable solutions for their relation to human beings (CSR hereunder the 
relationship to employees, suppliers, customers, local communities and other stakeholders), to 
the external environment (including biodiversity and animal welfare) and to the economy 
(including the economy of the community).” (Thorsen & Meisling, 2011:350). The triple bottom 
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line has come to set the precedent from which firms ought to operate though more is expected 
than simply “doing no harm.” In other words, CSR, whilst largely voluntary is a prerequisite of 
companies of today’s age. 
 
Based on this, the early years of the 2000’s paved the way for the rise of CSR to the highest 
plateau of societal considerations, as evinced by The United Nations Guiding Principles, which 
formalized the scattered rhetoric around the theme into a discourse that extends to highlighting 
the importance of CSR at the state as well as the corporate level. The complexities of this are, 
naturally many, given the fact that there are around 192 member states within the United Nations 
within which hundreds of thousands of multinational and national corporations operate, each 
with their own culture and working tradition. 
The purpose of this section has been to present some of the pivotal themes that have dominated 
the CSR traditions since its inception as a part of the discourse surrounding corporate activity. At 
this preliminary point in the writing of this thesis, it is premature to start pointing out which of 
the numerous traditions manifest themselves in the internal communication at GAME. However, 
the Guiding Principles of 2011 will be an area of particular focus in my research. The Guiding 
Principles represent a recognition of the importance of CSR at the legal level of society, as part 
and parcel of a United Nations operational tenet. They are also recent and thereby relevant to the 
current corporate sphere. Moreover, as nascent principles lacking specificity due to the diversity 
of the UN member states they are applicable to, they are subject to review. Do these Guiding 
Principles (and other CSR traditions) manifest themselves in the internal communication and 
GAME? This thesis aims to discuss if and how they do.  
 
2.2. Case Presentation 
In this section, I will present the organisation, which this thesis is anchored on, GAME. This 
entails a presentation of its history, structure and ethos, from the literature available about the 
organization (chiefly websites and annual general reports). An organizational chart has also been 
drawn, with the aim of providing an overview of how GAME is structured and what sort of 
internal communication takes place amongst its staff. 
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GAME is a Danish non-profit organisation that has contributed to the promotion of street culture 
since 2002. The organisation is predominantly Danish and has enjoyed a steady rise in its status 
and reach as an NGO since its inception locally. GAME also has a wing in Lebanon, which 
operates as a satellite to the main organisation. 
Engaging the youth in street cultures hinged on focus areas such as street basketball, street 
football, urban dance, parkour and other disciplines, GAME's focus is on creating a framework 
that is conducive to training. Easing the difficulties associated with practicing sport by creating 
open training sessions that are non-binding is one of the ways In which this is done. This is 
particularly important locally, where sport activities tend to require costly binding memberships. 
This commodifies the practice of sport and inflates the value of doing so such that certain groups 
in society have less access to do so than others (depending on their disposable income and 
whether they can afford the generally hefty training costs). Thus, one of GAME's central aims is 
that of creating equal opportunities for all, with regard to sports. GAME hopes to make playing 
sports such as basketball and football more accessible to all by providing frames within which 
these disciplines can be practiced (Game, 2015). 
To this end, one of many initiatives is the playmaker education; a training programme that 
educates youth from low income areas, with special focus on crafting leadership skills to build 
one's identity and strengthen self esteem. The aim of the playmaker initiative is that of educating 
and empowering figures from low income areas who can become role models and community 
leaders capable of independently organising and promoting sporting activities that contribute 
improve health and provide options for the youth that do not involve criminal activities (GAME 
a, 2015). 
As part of its development strategy for the next few years, GAME aspires to become an 
international organization operational in 10 countries. 
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Game Uniting Communities using street sports and culture as an agent for change. Source: 
Game, 2015.  
 
2.2.1 Awards 
GAME has won the following accolades for its activities in recent years: 
2015: Ranked #261 in the Top 500 NGO's worldwide. 
 
2014: Danish CSR fund award presented to GAME for best partnership (with Elcobyg). The 
Danish CSR fund aims to recognize business that successfully combine corporate activities with 
social responsibility. 
 
2013: IAKS Award for GAME Copenhagen: International Association for Sports and Leisure 
Facilities award for GAME Copenhagen's indoor facility 
 
2011: AOK’s Town's best new initiative 
 
2008: Integration prize received from the ministry of integration 
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2003: Copenhagen Commune Integration prize 
(Game a, 2015). 
 
2.2.2 Structure 
As previously stated, GAME is a countrywide organisation that has a satellite branch in Beirut, 
Lebanon. The heart of the operation is GAME Copenhagen, which serves as a base from which 
the bulk of its activities are planned. In addition to providing physical installations that facilitate 
the practice of street sports, GAME attempts to reach out to numerous communities in low – 
income areas around the nation, by organising activities in and around these locations. According 
to statistics from 2014, GAME reached out to 7520 members of varying ages in 39 different 
zones across the country. (GAME year report, 2015:25) This is evident through initiatives such 
as the aforementioned playmaker education as well as other efforts aimed at strengthening the 
bond between residents of low-income areas and their local cultural institutions and installations. 
 
GAME Copenhagen 
 
GAME Copenhagen is located at the edge of Vesterbro in what used to be a train engine 
construction warehouse. The facility was opened in 2010 in collaboration with the Copenhagen 
commune and aims to provide a space for the city's youth to practice various street sport 
disciplines. The provision of accessible, flexible frames within which independently organised 
sports can be practiced is the main focus of this facility, which hosts activities for groups ranging 
from psychologically challenged children to former professional basketball players (Game b, 
2015). 
GAME Copenhagen was previously known as Street Mekka but was rebranded in 2014 as part of 
an altered brand identity for the entire organisation. Based on the success of GAME 
Copenhagen, funds were allocated for the construction of three similar facilities in three regions 
in Denmark; Esbjerg being the first of the these, with a scheduled completion date of 2016. This 
thesis, like GAME Copenhagen, is based on an architectural construction paradigm that is keen 
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on preserving the existing local aesthetics of the selected sites (disused train construction 
warehouses in these 2 cases) whilst creating spaces that allow flexible, accessible sports practices 
(Game b, 2015).  
 
GAME Lebanon 
GAME Lebanon is a partner organisation to GAME, operating with its own independent 
committee and registered as a Lebanese NGO. GAME and GAME Lebanon have worked on 
numerous projects together over the years, for instance via the “GAME democracy makers” 
programme, which focuses on gender equality and the integration of Syrian refugees using street 
culture as a tool to create focus on these areas (Game b, 2015).  
 
 
2.2.3 Organisational Chart 
 
To help provide the reader with an overview of the organisational structure at GAME, this 
section serves as an introduction to the various levels and some of the posts at the organisation. 
The organisation is relatively flat, with few layers from top to bottom.  
 
GAME’s leadership is divided into multi-layered structure consisting of a board of voluntary 
members and beneath this, a CEO and other staff members. At the very bottom of the 
framework, GAME engages with numerous volunteers who carry out much of the grassroots 
work that the organisation is involved in. The board members are elected at an annual general 
meeting held at the end of March whilst volunteers come and go, as is the case with many 
volunteer-based practices (Game c, 2015). 
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Governing board 
 
 
Board Leaders 
● Vibeke Frank (Chairperson), Former HR director, Carlsberg Group 
● Flemming Strøm (Vice chair ), Vice president, KAB 
● Anders Rendtorff, Vice President, Coloplast 
 
Board Members 
● Gurpaul Singh Rehal, Institution leader, Kalundborg Kommune 
● Katrina Feilberg Schouenborg, Advisor Rostra Kommunikation 
● Leif Lønsmann, Concert house director DR Koncerthuset 
● Mia Nyegaard, Strategic advisor  
● Nadeem Ahmad, System developer, FormPipe 
● Thomas Ravn-Pedersen, Campaign leader for Verdens Bedste Nyheder, NGO Forum 
(GAME b, 2015).  
 
 
 
Paid Staff 
 
GAME employs around 30 people in paid positions and many more are contracted on a 
freelance, ad-hoc basis, particularly with regard to events on the road. In addition to the 30 paid 
staff, all of whom are based at GAME Copenhagen, GAME gives six to eight intern placements 
every six months. The organizational structure at GAME is illustrated below.  
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(Author’s illustration)  
 
As seen above, at the top of the chart, Simon Prahm heads the organisation as its CEO. The next 
level of authority consists of the head of the communication department, the head of the 
development, a daily leader in charge of the Copenhagen base and the head of the playmaker 
programme. The aforementioned bar the development coordinator have divisions and personnel 
below them who they are directly responsible for.  
 
The middle layers of the chart (in blue) consist of departmental heads (such as the in -house and 
external thesis coordinators and the playmaker programme deputies. Below them (in purple), 
GAME employs several students who work part-time assisting the department heads. They do so 
in close collaboration with several full-time interns who rotate posts for a fresh batch of interns 
every six months. GAME’s base at GAME Copenhagen is run by 13 Junior Project Coordinators 
who report directly to the in-house coordinator. The role of these Junior Coordinators is 
primarily the day-to-day running of GAME’s indoor sports hall within which numerous 
reception responsibilities are entailed. (See interviews 2 and 3)  It is worth mentioning that 
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the nature of GAME’s organisational structure is loose and steadily developing as it grows in 
size and scope (Game 2015). Hence, there are various overlaps when it comes to the tasks 
assigned to each level of the organisational hierarchy.  
 
It is also worth a mentioning that GAME also gets help from numerous volunteers who chiefly 
help the middle layer management and the Junior Project Coordinators with various tasks, more 
often than not at specific events. The amount of volunteers changes often and there is a high 
turnover as is the case with a lot of voluntary work but some do stay in the organization as 
interns or apply for posts as Junior Project Coordinators. I will return to this organizational chart 
later in this thesis. 
 
 
2.2.4 Explicit CSR Policies at GAME 
 
Rounding off this sub-section, below is a brief discussion of some of the explicitly stated CSR 
policies at GAME - or indeed policy that fits into a frame of one form of CSR tradition or 
another. As stated, one of the complexities of this project is the mere discussion of CSR in 
NGO’s and how valid it is to raise the issue in such contexts. In the case of GAME, as this 
section illustrates, there is little in the way of explicit CSR policy, suggesting that CSR 
articulations may be expressed in other more implicit ways at the organisation.  
 
Through its written literature, very little mention of an operational CSR policy or attitude 
towards CSR is made. This was evident when combing their webpage and annual report.  
 
However, the organisation does state that its vision is that “all children and youth should have 
access to sports and culture.” Moreover, by 
 
“engaging urban youth in physical activities, GAME aims to create empowerment, 
tackle conflict and strengthen health across social, religious and ethnic 
differences.” (Game c, 2015). 
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This vision echoes the attitude of GAME towards human rights, explicitly stating that its 
function is that of providing its target group with access to such rights. (Game c, 2015). 
Similarly, GAME states that in order for their vision to be realized, the organization wishes to 
operate in a manner that is “innovative (at the helm of initiating development cycles),” 
“Inclusive (channelling its efforts across a broad spectrum)”, “informally professional 
(reflective of grassroots competences),” and “sustainable (focused on long-term local and global 
aims) (Game d, 2015). Again, there is evidence, certainly in the form of written discourse that 
suggests that GAME is aware of its social responsibilities. However, one needs to query whether 
this awareness is universally evident across all layers of the organization or whether it exists 
solely in writing. This is one of the points that will be discussed later on in this thesis. 
 
At this point, a discussion of whether a firm can practice CSR without explicitly stating that it 
does so is appropriate. What is clear at this early phase is that there is little in the way of written 
material at GAME that explicitly states the CSR policies that are being practiced. Implicitly, 
however, as I have mentioned, GAME’s status as an NGO implies that, at the very least, some 
sort of social responsibility in being exercised. The key question is therefore, how this social 
responsibility is communicated internally and more importantly how GAME’s employees 
themselves view the work that they undertake within a context that entails some sort of 
responsibility towards social needs. 
 
In this section, I have presented GAME, the NGO that this thesis is anchored on. An overview of 
their activities, history and the nature of the work that this organisation is involved with has been 
given. A structural overview detailing the NGO’s personnel at various levels has also been 
provided. There is not much in the way of explicit CSR policy stated on the organisation’s 
webpage or via the written material about it. This attaches importance to the qualitative research 
undertaken in this thesis.  
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3. Part III: Theoretical & Methodological Considerations 
 
The following chapter makes a presentation of the methodological choices made for this thesis. I 
discuss the merits of qualitative research as a working framework for this particular thesis, using 
relevant literature to argue for my choice. The theories I’ve used are presented and reviewed- 
both with respect to underlying meta theory (social constructionism) and micro theory. 
 
3.1 Research Methods  
Below I will briefly discuss the primary and secondary research methods that have been used in 
the writing of this thesis.  
 
 
3.1.1 Primary Research 
For this thesis, I have chosen to apply qualitative research as a means to gathering data. I have 
done so in order to gain knowledge of the communication practices at GAME within which CSR 
traditions can be found to exist using the theories applied in this work. This is all the more 
important given the lack of explicitly written or stated CSR policy. In order to gather data, I have 
made use of literature by Steinar Kvale and Svend Brinkmann, who qualify the semi-structured 
interview as a method. Kvale and Brinkmann define the semi structured research interview as a 
data gathering form that makes it possible to acquire data directly from the perspective of an 
interviewee. This perspective is then open to the interpretation of those conducting the interviews 
(Kvale & Brinkmann, 2010:19). As such, a set of questions to guide the interview was 
formulated (with several back-up questions) as a loose framework from which to steer the 
proceedings. Generally, space for the interviewees to provide detailed answers from their 
respective relativistic viewpoints was given. The aim here was to generate dialogue around the 
subject matter, with a view to identifying discursive traits that help answer the problem 
formulation. 
 
I have also applied the recommendations of David Silverman. The latter is a seasoned academic 
with over 32 years of teaching experience and a focus area within discourse analysis. The former 
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(Steinar Kvale) is also an established academic who has worked within fields such as 
phenomenology, hermeneutics, and dialectics for psychology and education. Svend Brinkmann 
is a professor in general psychology and quantitative methods and works with fields such as 
discourses and society. 
 
Semi- structured interviews provide interviewers with more carte blanche when it comes to them 
asking questions that need clarified or detailed answers (as opposed to quantitative research 
which tends to be more framed and specific). As a result, answers obtained may both be better 
explained and more specific. However, due to the fact that qualitative research may be less 
framed than quantitative, there is lots of data among the volume of gathered information that 
may be irrelevant to the case at hand. Moreover, much of this data needs to be interpreted by the 
interviewer. This may give a quality of subjectivity to one’s research. In his book “Doing 
Qualitative research”, David Silverman argues “the implied depiction of qualitative research as 
‘subjective’ is a caricature.” (Silverman, 2013:6). This notwithstanding, it is important to have 
one’s research bias in mind when collecting, analysing and interpreting the data in order to make 
it less subjective.  
 
GAME’s organizational structure is one that is subject to frequent changes as positions come and 
go and, due to its rapid expansion over the last years, as new positions are created. As such, the 
links between everyone in the organization and the knowledge shared between them may 
fluctuate. Framing employee’s understandings of the organisation in a strictly quantitative frame 
may thus limit interviewees to a set of answers that doesn’t allow them to present their own 
interpretations of the company and the matter at hand. Semi-structured interviews, however, take 
the nature of GAME’s flexible, dynamic nature into account. 
 
 
3.1.2 Secondary Research 
 
Secondary evidence for this thesis has come in the form of the limited online and printed 
material regarding the operation of GAME that is available via its website, Facebook page and 
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annual report. As previously stated, there is little that has been explicitly stated in the way of 
CSR policies, but there is much that can be discussed with regards to the implicit, not-as-tangible 
tenets that shine through in GAME’s modus operandi and that undoubtedly influence the manner 
in which its employees act and communicate with each other.  
 
 
3.2 Theory      
 
My intention in this section is to provide an overview of the main theories that are used in this 
thesis. More importantly, I explore how and why these theories are relevant to the field of CSR 
and, on a micro perspective, to this thesis in particular. 
 
Note that not all of the theories mentioned in the section outlining the history of CSR are 
repeated in this section, with the simple reasoning that many of them have not been used 
analytically in the writing of this thesis. Rather, such theory has, where applicable, been used to 
outline the main trends germane to the field of CSR and its history. Moreover, this section 
explains the link between the theories used and the methodological approach highlighted in the 
previous section. 
 
An overview of my theoretical framework is given on the next page: 
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3.2.1 Meta-theory 
 
Within the broadest analytical framework, my intention is to work within the field of social 
constructionism. Of the various theorists within this theoretical dimension, I have chosen the 
work of Vivian Burr as a point of departure. As mentioned in the section outlining the 
methodological framework of this thesis, the qualitative interviews conducted represent 
subjective viewpoints that are expressed differently from one respondent to another.  
 
Burr's position regarding social constructionism maintains that there is “no essence inside things 
that make them what they are” (Burr, 2003:5). Though slightly vague in its implication, this 
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statement essentially argues that there is no specific, determined order or definition of things or 
concepts. Rather, our understandings of the milieu around us are relativistic as opposed to 
universal - we form our opinions individually - within a frame of thought that is unique to the 
individual as opposed to a group. Moreover, such understandings are affected by numerous 
context specific factors such as organisational hierarchies and one's placement within them, as 
we will discuss further on in this thesis. This statement is also based on language, more 
specifically discourse. I would like to point out that discourse in the way that I refer to it here and 
in the rest of this thesis is not specifically limited to language or text for that matter, but rather to 
a broader narrative of statements, actions and underlying systems that exist around or are related 
to a specific process or form. 
 
As I will point out later in this section, the theoretical approach I have chosen for this thesis is 
not one that is based on discourse analysis per se, rather it is an interpretation that loans relevant 
elements of the overall theory and applies them in the specific context of discerning what CSR 
traditions are reflected in one of the many dimensions of GAME’s operation, namely internal 
communication. 
 
The qualitative surveys taken in connection with this thesis represent an attempt to understand 
how the respondents – (employees at GAME) perceive and construct an opinion of Corporate 
Social Responsibility. To elaborate, each of the respondents of these surveys have specific 
responsibilities and roles at GAME that represent varied opinions and attitudes towards and 
understandings of, CSR. My role as a researcher is to explore the relativistic viewpoints of each 
respondent but more importantly, since social constructionism deals with ideas and standpoints 
being constructed, a large part of my theory and method is hinged on viewing how meaning is 
built at GAME. Communication processes in themselves are, thus, a befitting angle of approach 
when it comes to looking at how meaning is constructed by various respondents because it is 
within such processes that meaning and opinion are constructed by individual employees within 
such processes. By determining what specific opinions exist with regard to themes relevant to 
this thesis (e.g. human rights perspectives), as a researcher, one can develop a well-grounded 
picture of any underlying themes that define the nature of communication processes at GAME. 
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Discourse analysis 
There are varied understandings of discourse analysis as a method of data gathering. For this 
thesis, I apply the term loosely hinged on Norman Fairclough’s (1992) CDA (critical discourse 
analysis) theory. This viewpoint represents an analysis of the dialectical relationship between 
text and social practices. Texts in this context can be understood within the semiotic framework 
of discourses – (visual imagery, bodily communication and so on), including but not specifically 
entailing ”texts” in the of the conventional, written sort. For my research, this implies an 
approach that goes beyond what is written in the literature available about GAME, for example 
on its webpage and in company documents. The narrative constructed by the varied opinions of 
different employees 
 
Faircloughs approach to discourse reads as follows: 
 
” Its particular concern (in my own approach) is with the radical changes that 
are taking place in contemporary social life, with how discourse figures within 
processes of change, and with shifts in the relationship between semiosis and 
other social elements within networks of practices.” ”We cannot take the role of 
discourse in social practices for granted; it has to be established through 
analysis.” ”And discourse may be more or less important and salient in one 
practice or set of practices than in another, and may change in importance over 
time” (Fairclough, 1992). 
 
The implication of this statement is such that the goal of my research is to look at the relationship 
between texts (or narratives) and factors such as power structures and other underlying 
circumstances. In other words, it is not merely the discourses that are generated as a result of my 
research that interest me, but more importantly, their relationship to the milieu within which they 
are formed, this being the working environment, policies and practices of GAME. Therefore, it is 
paramount that one understands specific utterances in the context of which they are made, as 
opposed to solely regarding such utterances on their own. In this respect, it is important to 
consider questions such as what is being said? Who is saying it? Where in the organizational 
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hierarchy is the person in question located? What responsibilities does the person in question 
have and how do these responsibilities fit in with other tasks in the organization? Having these 
queries in mind augments the value of the individual respondent's opinion in viewing the overall 
construction of meaning around the subject of CSR. Methodologically, this allows for one to 
gain a more profound comprehension of the answers given, in that the underlying contexts and 
circumstances under which they were presented, also factor - in one’s own interpretation of 
them. 
 
Whilst these meta-theories allow for plenty of objective considerations to be made with regard to 
individual respondents, they have their limitations when combined with the qualitative methods 
mentioned in the previous chapter. Unlike more deterministic approaches that present 
indisputable facts and rules such as those that tend to dominate core sciences and mathematics, 
social constructionistic processes concern themselves with the relationships between different 
variables - such as the individual and the environment or context that he or she is within. Hence, 
there are numerous non-quantifiable factors that come into play, that imply a more critical, more 
comprehensively-grounded approach that takes such factors into account and more importantly, 
examines their relationship to the underlying environment in which they exist. For this reason, 
meta theory of the nature hitherto described may be less conclusive than quantifiable, absolute 
theory - more argumentation and more comparisons between the results of one’s empirical work 
and the contexts within which they exist are necessary. 
 
This notwithstanding, social constructionism and critical discourse analysis within it are apt for 
this thesis given the complexity of an organisation like GAME; an NGO whose final product 
cannot be measured directly and whose nature is in constant flux. Both meta theories allow one 
to examine the why behind the answers given by various respondents by accounting for various 
factors such as power structures that influence the nature of the data gathered, legitimizing the 
use of non-quantifiable theory. By the why, I am referring to delving into an understanding of 
accounting for reasons for the respondents answering in the way they have. To reiterate, it is not 
so much what is said, but why it is said and therein how it fits into the broader context of the 
surrounding environment. 
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CSR itself, as a corporate theory is complex too, for different reasons entirely. As we have seen 
throughout this thesis hitherto (particularly in the section charting the history of the field), it is a 
rather new phenomenon in the context of business operation. Furthermore, the debate as to what 
it is and what it implies or ought to imply is still being waged. Like GAME's final product, CSR 
can be something of a moving target that is difficult to define and whose effects can be 
challenging to measure. Qualitative practices and socially constructionistic methods may not 
have the more thorough merits that quantitative approaches and core science theory may have, 
but for the purposes and intents of this thesis, it is possible to use the former to try to critically 
argue why the results generated are what they are. 
 
 
3.2.2 Micro Theory 
 
Having discussed the overall social constructionistic theoretical frame within which this thesis is 
anchored, this subsection will outline some of the main theories within the field of CSR that have 
been used as a point of departure for the analytical components of this thesis.  
 
To reiterate, whilst mention of CSR theorists has been made in the chapter on the history of 
CSR, many of these theorists do not feature in the section below as they have not been used 
analytically but rather, with the aim of providing the reader with a chronological overview of the 
history of CSR that may help understand its evolution to the present – day understanding that we 
have of the term. 
 
The backbone of the micro – theory used in this thesis consists of theory by Rick Relinger and 
particular elements of the United Nations Guiding Principles from 2011. Over and above the 
aforementioned, the work of Shuili Du C.B Bhattacharya and Sankar Sen has been used, chiefly 
due to the fact that it specifically documents the role of CSR communication in generating 
returns for firms. 
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Rick Relinger 
Rick Relinger presents a pragmatic approach to CSR in the modern age through his 2014 report, 
”Embedding the Corporate Responsibility to Respect Human Rights Within Company Culture”, 
Which I have employed extensively throughout this thesis. His background is based on modern 
practical approaches to CSR in large(er) firms whereby his works to 
 
“support multinational companies on human rights strategy and ethical sourcing 
to ensure that the brands we buy are made by people who live healthy, dignified 
lives.” (Rick Relinger, 2015).  
 
 
This entails work within topics such as corporate human rights due diligence, supply chain 
compliance, analytic tool development, training facilitation, curriculum design and policy 
research. 
 
Relinger's discussions within the report I have used for this thesis focus on how companies can 
embed an understanding of human rights into the way that they think and operate, which is 
relevant for my research from the point of view of CSR related to recognition of human rights 
and more importantly, companies working in a manner that enhances or promotes human rights. 
For Relinger, it is important for employees to understand human rights and their relevance to 
their specific job function. Therefore, they need to be aware of what sort of impacts positive 
human rights practices can have. 
 
Sticking to the how as opposed to the why when it comes to CSR policy, Relinger posits that 
empowerment is one of the methods that companies can use to aid employee understanding of 
and involvement in human rights. It is through empowerment that due diligence can be practiced. 
Relinger discusses various methods that companies can use to empower their employees. 
 
Linking this to the social constructionist framing discussed earlier in this section, this project 
operates on the premises that knowledge is not absolute but rather that it is constantly 
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constructed from varied relativistic viewpoints. By such virtue, one can assume that the 
perspectives on each respondent will differ due to the fact that each is at a different position in 
the hegemonic structure. However, it is also true that consistency is one of the yardsticks through 
which to judge CSR policy implementation – is everyone in the organisation on the same page 
when it comes to, for instance, understandings of human rights implications within the company? 
Relinger refers to this consistency as embedding; 
 
”Ensuring that all personnel are aware of the enterprise's human rights policy 
commitment, understand its implications for how they conduct their work, are 
trained, empowered and incentivized to act in ways that support the commitment 
and regard it as intrinsic to the core values of the workplace.” ”It is one 
continual process, generally driven from the top of the company.” (Relinger, 
2014:7). 
 
To make it clear, the human rights framework that is being analysed in GAME touches on the 
understandings of diversity and anti-discrimination that are apparent in the organisation. These 
are relevant themes given the organisation's direct work with them and the fact that they resonate 
within the organisation too – for instance with regard to employment. Relinger's embedding 
perspective aids this thesis insofar as reviewing the policy commitments at GAME (or indeed the 
apparent policy commitments where they are not explicitly stated) and more importantly, 
whether these commitments are embedded consistently throughout the organisation. 
 
Whilst Relinger's work and writing does indeed gain agency for its practical approach and 
applicability to numerous real – life scenarios (such as GAME), it is not as academic nor as an 
established a theory as some of the more prominent theories in the field. Moreover, Relinger's 
work is general In that it focuses on numerous elements within companies and their operations 
irrespective of their size or scale of operations. His work is new, pioneering even, and therefore 
by and large untested and difficult to measure. With this said, I do believe that his work is useful 
in that it discusses the principle of embedding relevant factors into the manner in which 
companies operate. He also discusses why such factors are relevant and in what context they can 
be applied so that they are not merely symbolic statements but practical tools that can be applied 
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to various areas of organisations. Since my aim in this thesis is to ascertain which CSR practices 
are evident in the internal communication at GAME, I find Relinger’s embedding theory to be 
useful in that it allows one to see whether policies and strategies formulated by the organisation 
are manifested through policy commitments that are part and parcel of the manner in which 
GAME communicates internally. Relinger’s positions help discuss whether internal 
communication is a conduit of or a hindrance towards responsible practice at GAME. 
 
 
The UN Guiding Principles 
The 2011 UN Guiding Principles have by and large come to be accepted as one of the documents 
that preside over CSR, its definition, reach, scope, purpose and application. They are not recipe 
for success or an operating manual by any means, rather - they are a set of guidelines developed 
within the framework of the United Nations. In spite of this, The United Nations is an 
organization with some degree of authority, which gives the Guiding Principles agency. Whilst 
novel and broad in scope, there are elements within them that are of relevance to the writing of 
this thesis. One of the key aspects that they address is the responsibility to human rights that 
businesses have: 
 
“Businesses enterprises should respect human rights. This means that they 
should avoid infringing on the human rights of others and should address 
adverse human rights impacts with which they are involved.” (UN Guiding 
Principles, 2011:13). 
 
This lays the foundation for the premise of this thesis discussing human rights in the context of 
CSR and indeed with regard to how it applies to GAME. In addition, the Guiding Principles also 
legitimize their application in the context of an NGO such as GAME, which it may be argued, is 
not worth investigating in a CSR context given its non-profit goals and modus operandi thereof. 
Hitherto, the principles state that “the responsibility to respect human rights is a global standard 
of expected conduct for all business enterprises wherever they operate.” (UN Guiding 
Principles, 2011:13). 
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Building on this, to reiterate, the Guiding Principles are broad and potentially applicable in an 
innumerable, indefinite number of scenarios, making them overly general at times. For example, 
they make few distinctions between the different types of organisational structures that exist. The 
formulation of CSR guidelines takes place in a manner that is general and applicable to all forms 
of organisations. Whilst CSR is something that all firms ought to engage in (as the principles 
contend), different organisational structures will have different target groups and operational 
target groups, products and so on. The nature of the CSR that they ought to practice may vary as 
such - a fact that the general nature of the Guiding Principles fails to address.  
 
For the intents and purposes of this thesis, it has been important to find a focus area within the 
Guiding Principles that can be applied to GAME. To this end, this thesis narrows GAME's 
human right's focus to anti-discrimination and diversity and discusses how this focus permeates 
the organisation internally (e.g. via hiring policies) and externally through the work that GAME 
involves itself in. Like Relinger's policy framework, the Guiding Principles do contain specific 
wording that obliges companies who affirm a commitment to human rights to meet this 
responsibility “through a statement of policy” (UN Guiding Principles, 2011:13). The lack or 
presence of such statements will be discussed further on in this thesis as an analytical tool with 
which to gauge the human rights commitments within a CSR context at GAME. 
 
As is the case with Relinger's theory, this thesis also uses the Guiding Principles within the 
framework of due diligence. The understanding of this term is employed in the context of GAME 
having to carry out due diligence – in other words understanding the human rights impact that 
the business may cause or contribute to through its own activities. This builds on the human 
rights considerations mentioned hitherto in that due diligence entails not merely a commitment 
towards human rights, but more importantly, a critical awareness on the part of a company 
regarding its own human rights policies. This is all the more essential with regard to GAME, an 
NGO whose work directly touches the human rights framework. Are there elements of their 
work that are unbecoming within the CSR policy commitments documented within the ? To cap 
off this elaboration of the Guiding Principles and their articulation in practice within this thesis, 
GAME's growing status as an NGO on the global scene and its plans of expansion (see case 
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description) are all the more relevant as the organisation moves towards creating similar 
concepts to its Danish and Lebanese operations in other parts of the world. As a point of further 
research which will be elaborated on in the chapter “Reccomendations,” the applicability of 
specific elements of the Guiding Principles into the operational practices of the organisation can 
be persuasively and factually argued for. 
 
 
Shuili Du, C.B Bhattacharya & Sankar Sen 
 
C.B. Bhattacharya argues the case for companies practicing CSR by positing that those that do so 
can gain greater stakeholder returns in the form of “favourable stakeholder attitudes and better 
support behaviours (e.g. purchase, seeking employment, investing in the company).” 
(Bhattacharya, 2010:8). In the long term, engaging in social responsibility (CSR) activities can 
translate into building “corporate image, strengthened stakeholder – company relationships and 
enhanced stakeholders' advocacy behaviours.” (Bhattacharya, 2010:8). 
 
The aforementioned statements highlight the why in the CSR argumentation, as do numerous 
other writers used in this thesis, for instance in the section charting the history of CSR. However, 
this work is also concerned with how CSR traditions are applied at GAME (through its internal 
communication practices). To this end, Bhattacharya's theory is also useful in that there is talk of 
“intrinsic CSR traditions”: 
 
“In general, stakeholders attribution of a company's CSR motives may be of two 
kinds – extrinsic, in which the company is seen as attempting to increase its 
profits; or intrinsic, in which it is viewed as acting out of a genuine concern for 
the focal issue.” (Bhattacharya, 2010:9). 
 
GAME is a non–profit organisation so its concern with profit generation, it can be argued, may 
not be expressed in a similar manner to other corporate structures whose goals are more in sync 
with profit – generation and distribution of profits amongst shareholders (extrinsic operation, to 
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quote Bhattacharya). However, an important point made by Bhattacharya is that CSR motives 
may also be intrinsic, based on companies acting out of a genuine concern for a focal issue, for 
instance diversity and anti-discrimination in GAME's case. This theorist argues that stakeholders 
are more likely to be positively influenced by intrinsic motives than extrinsic ones and that it is 
therefore favourable for companies to pursue the former. 
 
Yet again it is relevant to raise the point of GAME having little in the form of explicit CSR 
policies in place, which places extra emphasis on the discourses generated in the form of 
interviewee answers. Bhattacharya's theory gives precedence for one to look for intrinsic CSR 
motives inherent to GAME. 
 
The case for the use of this theory becomes more apparent when we consider the fact that it 
argues that creating stakeholder awareness of a company's CSR activities is key when it comes to 
reaping the rewards of acting responsibly. For this reason, communication questions are of the 
essence, such as 
 
“what to communicate (i.e. message content), where to communicate (i.e. message 
channel), as well as an understanding of the company and stakeholder – specific 
factors that impact the effectiveness of CSR communication.” (Bhattacharya, 
2010:9). 
 
This position gives agency to this project's aim to examine internal communication and its 
relationship to CSR and will be used in the analysis to gain an understanding of some of the 
communication methods in place at GAME and their relationship to an overall CSR paradigm if 
and where present. Another interesting and relevant opinion on Bhattacharya's part is the 
important role that employees play in a company by virtue of their social ties outside of work 
and how such ties can be exploited by organisations such that employees become good CSR 
advocates through, for example, word of mouth promotion (Bhattacharya, 2010:14). GAME's 
employees as it will be shown in the interviews conducted, hail from numerous backgrounds and 
have vested personal interests in the organisation that may overlap with their own side – projects. 
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According to Bhattacharya, it makes sense for GAME to invest in this particular fact by seeing 
employees as a conduit for the transmission of intrinsic CSR values. 
 
Whilst Bhattacharya's theory is framed more In the light of CSR communication to stakeholders 
in general, I have narrowed its scope to focusing on employees as a key part of GAME's 
stakeholder group due to factors such as the nature of the tasks they carry out, which will be 
discussed in the accounts given in my analysis. Similarly, whilst this theory tends to have broad 
assertions that cover (or potentially can cover) numerous aspects of the organisation, again, it has 
been necessary to narrow things down by focusing on one particular facet – internal 
communication within the employee stakeholder group. 
 
With these methodological and theoretical considerations in mind, I will now analyze the data 
gathered from the eight interviews conducted in this thesis.  
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4. Part IV: Analysis  
 
In this section, a brief overview of the participants of the empirical research is given, and the 
questions that they were asked are also presented. Discursive opinions and traits are discussed 
and their relationship to relevant theory is explored. Based on this, recommendations are 
presented and discussed 
 
 
4.1 Analysis Format  
In this section, I will analyse the data gathered from my empirical research, using relevant CSR 
literature to ascertain which CSR traditions can be seen from the qualitative data. 
 
The first part of this analysis involves a brief presentation of the informants whose opinions 
mould the empirical frame from which this thesis takes its references. A brief presentation of 
their roles in the organisation helps create context from which we as researchers can take a point 
of departure when it comes to attempting to understand their positions and opinions. Here, I will 
also discuss why I find these respondents relevant in the context of this thesis. Moreover, a 
presentation of some of the various roles within the organisation helps provide the reader with 
insight into the sort of functions present at the organisation. 
 
A two – tier summary of the results of the research gathered follows, during which I present the 
results of my research divided into two categories; the informants' understanding of CSR and the 
overall goals of the organisation on the one hand, and on the other, their opinions regarding the 
internal communication at GAME, hereunder regarding how organisational goals are 
communicated to them. 
 
The final section of this analysis builds on the results presented in the section above within 
which the results gathered are grouped into themes that form the basis for an analytical 
discussion centred on the views of the informants. Here, I examine the understanding of CSR 
amongst the informants, with an emphasis on how such understandings tie-in with relevant CSR 
literature. I also take a look at the internal communication at GAME and how it aids or hampers 
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the understanding of CSR that various employees at different levels of the organisation have. 
The aim here is to understand what sort of CSR traditions are evident in the manner in which 
GAME communicates internally. 
 
 
4.2 Interview Questions 
 
The following questions were posed to 8 employees at GAME in the spring of 2015. The 
interviewees occupy various positions within the company hierarchy and have worked at GAME 
for varying time periods. A more detailed presentation of the interviewees is given further on in 
this section. 
 
Below is a list of the questions posed to GAME employees in the form of the 8 interviews 
conducted. The relevance of these questions within the goal of this paper is written in brackets. 
 
1.  How long have you been in GAME for? (Is there a link between the length of 
employment and the answers given? How good is GAME at retaining and spreading 
knowledge within the organisation, between older and newer employees within it?) 
 
2. What is your role at GAME? (Highlights the various functions within the organisational 
chart presented earlier in this section. How do various employees view their job function 
and its fit within the overall corporate structure? Are there parts of these job functions 
that relate to the nature and form of GAME’s responsibilities as an NGO?) 
 
3. What does GAME do? (Are all employees at GAME aware of the goals of the 
organisation? Is there synergy in their understandings at various levels of the 
organisational hierarchy or are there inconsistencies? The nature of GAME’s goals are 
social, according to the statements on their website, is this understanding also present in 
the manner in which GAME’s employees articulate their interpretation of them?) 
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4.  Do you know if GAME operates with certain visions and values? (If so, what are these 
values)? (Closely linked to the previous question. Are their synergies or inconsistencies 
in the understandings of the goals and the actual goals of the organisation) 
 
5. What is CSR? (How does each interviewee understand CSR from their perspective?) 
 
6. Does GAME practice CSR? (Does each interviewee opine that GAME practices CSR? In 
what way does GAME practice CSR? This question is key when it comes to 
understanding what sort of CSR understanding employees may have) 
 
7. Have GAME's goals been clearly communicated to you? (Gives an indication of GAME’s 
communication. When linked to questions 3 and 4, potential synergies and 
inconsistencies in the understandings of goals and objectives may be clarified or 
challenged.) 
 
8. How important are themes such as diversity and anti – discrimination for GAME? 
(Diversity and anti-discrimination are one area of interest within the broader scope of 
CSR. GAME’s webpage makes slight mention of them being included in the manner in 
which they operate. How does this compare to the understandings that GAME’s 
employees have of such themes?)  
 
 
Additional Questions:  
 
1. What is good CSR? (An extension to question 5; may help cultivate poorly articulated 
answers) 
 
2. Does GAME need to improve its CSR policies? (if it has any) (Tests for an awareness or 
understanding of CSR, offers leeway for respondents to provide suggestions as to how to 
patch up CSR inconsistencies) 
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3. How good is GAME's internal communication? (Crucial-an evaluation of one of the 
variables of the problem formulation) 
 
4. Are the goals and objectives of GAME clearly communicated? (An extension of the 
previous question and closely linked to questions 3, 4 and 7; which may gain heightened 
fluency) 
 
5. How have you contributed to GAME’s CSR (Delves into relativistic understandings of 
CSR - are there personal contributions that go over and above the functions of specific 
posts at GAME?) 
 
6. Has GAME's internal communication improved, stayed the same or gotten worse since 
you joined the organisation? (Examines potential communication deficiencies or 
strengths and attempts to see if they have developed into problematic or positive trends 
over time, relative to length of respondent employment at GAME) 
 
 
4.3 Presentation of Informants 
 
In this section, I briefly explain the choices behind the 8 interviewees who participated in the 
research process of this project.  
 
The empirical foundation of this thesis is centred on the opinions of 8 GAME employees at 
various levels of responsibility within the organisation. These informants were selected on the 
basis of their experience in the NGO and the role they play within it. A varied informant base 
was key to my research. Given the complexity of a variable such as communication within an 
organisation, it is important to consider that how it is understood and translated can vary within 
different areas of the organisation. Therefore, when examining GAME's understanding of its 
goals and how they are communicated across various layers of the NGO, it was important to 
select informants from different areas in the organisational hierarchy. The specific position of 
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each informant is shown in red, in the organisational chart below. N.B. of the 10 Junior Project 
Coordinators marked in red at the very bottom of the chart, 2 were interviewed. This variation is 
in keeping with the meta theory of this project, social constructionism, which argues that 
opinions and knowledge are constructed from varied positions and in varied contexts.  
 
It is also worth noting that many of the operations undertaken by GAME are delegated to a cycle 
of interns who work (unpaid) at the organisation for half a year. Despite their limited experience 
with the organisation, these interns are charged with significant responsibilities. Their 
understanding of the goals of the organisation and their involvement in the communication 
process are therefore matters of interest to the research element of this thesis. With regard to the 
organisational chart used earlier, we can discuss the existence of several organisational tiers; a 
top-level tier consisting of Simon Prahm (director) and Ida Brix (head of communication), a mid-
level tier consisting of Reva Hagins (In-house project coordinator) and a bottom level consisting 
of interns and Junior Project Coordinators. Of the bottom tier, interviews were conducting with 
two Junior Project Coordinators and two interns respectively. 
 
The choice of these informants is based on my intention to select as diverse a representation of 
GAME employees as possible. By diversity, I refer to factors such as length of employment, job 
function and ethnic background. This can help build a narrative that one can analyse that is 
structured and indeed constructed from diverse social perspectives. 
 
Therefore, on the bottom level of the organisation, the two Junior Project Coordinators chosen 
are both of various ethnicities-one, (Lars-Ulrik) is fully Danish, the other, Kanishka Sina, is born 
in Afghanistan and has lived in Denmark for most of his life. Both have been in the organisation 
for a lengthy period of time and have profound experiences with working with GAME’s target 
group in Copenhagen, as entailed by the function of Junior Project Coordinator. To contrast, I 
selected two interns who have been in the organisation for less than six months but whose areas 
of responsibility are significant. One of them (Caroline) is the communication intern, a 
straightforward choice, and Camilla is the in-house intern. Both are involved in some of the core 
communication processes at the organisation.  
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From the middle tier of the organisation, I have chosen Reva Hagins who is responsible for the 
in-house operations at GAME Copenhagen, the headquarters of the organisation. Like the Junior 
Project Coordinators below him, he too, has been in the organisation for a long time. To get the 
perspective of another area of expertise in the company, the opinions of the playmaker 
programme coordinator, Maria Amrani, are also valid. By contrast to the other interviewees 
described so far, she has been in the organisation for a little under a year. 
 
Rounding off the top-tier, I chose the head of communication, Ida Brix and the director, Simon 
Prahm, as interviewees. The communication department in itself as an independent entity within 
the overall organisation is rather new, as some interviewees contend (this will be discussed later 
on in this section) and as such, Ida Brix is a new member of the GAME hierarchy. The director 
has been around since its inception and provides a more holistic view of matters within it. 
 
With this said, I would now like to briefly present the respondents interviewed in order for the 
reader to gain insight into the various roles played by these individuals in the GAME hierarchy. 
 
The following informants were interviewed in March 2015 as part of my research: 
 
 
4.3.1 Simon Prahm, current GAME director and GAME co-founder (14 years at GAME) 
Simon Prahm is the current director of GAME and one of 3 co – founders of the organisation. He 
describes his role as that of mediating between the board and the head office (see interview 8, 
Simon Prahm). His opinions are relevant if not crucial to this thesis as he has been instrumental 
in overseeing the direction that the organisation is headed in since its inception in 2001. 
Moreover, as GAME looks to expand its operations such that it has a presence in 10 different 
countries by 2020, Simon's perception regarding a matter such as CSR are worth taking note of. 
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4.3.2 Ida Brix, Head of Communication (Slightly less than a year at GAME) 
As the head of communication at GAME, Ida's influence in the manner the firm communicates, 
it goes without saying, is significant. It is worth noting that the communication department is 
rather new and that much of their work is groundbreaking when seen in the historical trajectory 
of the organisation hitherto. It suffices to say that Ida is a spearhead in the overall direction that 
GAME takes in this respect. Her responsibilities are both in – house and external, a further 
example of the complex nature of communication at GAME. 
 
 
4.3.3 Maria Amrani, Playmaker Programme Project Coordinator (Slightly less than a year 
at GAME) 
Maria Amrani is one of two project coordinators in the playmaker programme. Like Ida Brix 
(communication), she too has a limited working experience in the organisation, having been 
hired at the same time as her colleague. Her area of responsibility lies within overseeing the 
playmaker programme – a primarily external (non in-house) area of operation. It is therefore 
relevant for this paper to consider how someone operating within the areas of responsibility that 
involve GAME's external profile through the management of the relationship between the 
company and a fundamental part of its target group, understands the goals of the organisation. 
 
 
4.3.4 Reva Hagins, In-House Project Coordinator ( 4.5 years of experience at GAME) 
Reva Hagins is one of the pivotal forces involved in the day – to day running of GAME's base in 
Copenhagen, including overseeing the reception staff who interact with some of GAME's target 
market on a daily basis. He is relevant as an interviewee due to his many years of experience 
with the organisation and the fact that he is directly involved in the internal communication 
processes at GAME. 
 
 54 
4.3.5 Caroline Zoe Bohn, Communication Intern (4 months of experience at GAME) 
Caroline is the current communication intern, working under the head of communication, Ida 
Brix. Once again, the complexity of communication in the organisation is highlighted by her 
areas of responsibility; they are both internal as well as external. Her opinions are particularly 
valid to our research as she works within the nascent communication department and is a part of 
the decision – making process within it that the rest of the organisation is guided by. 
 
 
4.3.6 Camilla Hernani Clausen, In-House Intern (4 months of experience at GAME) 
Along with another intern who was not interviewed, Camilla is in charge of in – house 
operations such as volunteer management. She is one of the links between GAME's volunteers 
and the organisation, which makes her understanding of CSR an interesting matter for this thesis. 
In keeping with GAME's growth as an organisation, Camilla is also involved in starting several 
new projects up. How the companies goals and understanding of CSR filter through the 
communication of these goals to the stakeholders involved in them, from her point of view, is 
therefore, also interesting for this research. 
 
 
4.3.7 Kanishka Sina, Junior Project Coordinator (4 years of experience at GAME) 
Another member of the old guard at the organisation, Kanishka's role in GAME is of interest to 
this research as he is a link between GAME's target group (youth on the asphalt pitches) and the 
organisation. Whilst the more strategic, quantitative goals of the organisation are implemented at 
higher levels within it, the position of Junior Project Coordinator is one that involves a greater 
degree of dynamism, as some of the interviews conducted show. As one of two Junior Project 
Coordinators interviewed, Kanishka's opinions are therefore central to this thesis. 
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4.3.8 Lars–Ulrik Nielsen, Junior Project Coordinator (5 years of experience at GAME) 
Like his colleague at the same level of the organisation, Kanishka, Lars–Ulrik has also been at 
the organisation for a significant amount of time. In similar vein, his position at GAME as a link 
between the target group and the organisation renders his opinions valid for this research. 
 
 
4.4 Presentation of results 
 
Below, I present the results of my qualitative interviews by examining the discourse created as a 
result. This first section is largely descriptive: I have used quotes from various employees to 
describe the nature of the discourses that they build around focus points such as CSR 
understandings and internal communication. Later in this thesis, I will discuss these points using 
the relevant theory (see “Discussion”).  
 
My intention in this section is to give a brief overview of the main trends that emanate from this 
thesis. Despite the fact that my research has been anchored within a qualitative frame, it is still 
possible to identify specific trends that are expressed by various interviewees. By a trend, I refer 
to recurrent opinions that are reproduced discursively throughout the range of responses given. In 
other words, where several respondents have expressed views that are similar in content and 
articulation regarding specific questions or topics within such questions, a trend can be said to 
exist.  
 
Opinions that stand out in some way or another are of interest too. As a preliminary general 
comment, as this section shows, there are varied opinions across a range of questions posed in 
the interviews conducted. A broad data range is helpful for the researcher as varied responses 
enrich the narrative at hand. However it is harder to spot points of consensus that form trends. 
The articulations that have been expressed by the various interviewees form varied discourses 
within the problem area that will later be analysed using the relevant theory.  
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One of the merits of the qualitative interview technique is the fact that the answers provided by 
various interviewees are, in many cases, elaborated on, allowing for a more meticulous 
interpretation of the discourses produced, as discussed in the methodology of this project. A 
central aim of the interviews conducted was that of gaining a greater perspectives of some of the 
goals and objectives of the organisation, with a view to understanding them within a CSR 
context.  
 
Therefore, this section first presents the main trends related to the various understandings of the 
organisational goals that the different interviewees have. Thereafter, an overview of the trends 
related to the understanding of CSR and moreover, the perceived role it plays in the organisation 
is given. In this regard, close attention is paid both to the aforementioned perspectives generated 
by questions related to the more specific CSR – related queries as well as the more ambiguous 
ones, such as those related to diversity and anti-discrimination matters at GAME. 
 
4.4.1 Understanding of Goals and CSR 
From the results gathered, it is evident that GAME's goals are understood differently at different 
levels of the organisation. The top – tier of the organisational hierarchy are aware and informed 
when it comes to these goals whilst the informants from the bottom tier are not as acquainted 
with them. For example, with regard to their awareness of the visions and values of the 
organisation, both Junior Coordinators at the bottom tier of the GAME hierarchy (Lars–Ulrik and 
Kanishka) seem unaware as to what the specific goals of the organisation are. Kanishka states the 
following (in response to being asked what GAME's values and visions are, that) 
 
“I've worked for them for four years now and I’m still unclear about what their 
official vision is.” (Interview 3, Kanishka Sina). 
 
Similarly, Lars–Ulrik, in response to the same question states that: 
 
“That's actually a really good question. I'm quite sure they do. I'm not personally 
aware of them.” (Interview 2, Lars-Ulrik Nielsen). 
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Both coordinators have been a part of GAME for a period exceeding four years. The interns 
questioned partially reflect the trend of decreased awareness of corporate goals at the bottom tier 
of the organisation. Camilla Clausen, for instance, refers to GAME “having some must-win 
battles that are our (GAME's) visions” that involve internalization. (Interview 5, Camilla 
Hernani Hansen). Whilst she is slightly more informed than the Junior Coordinators mentioned 
above, much like the rest of her response to this particular question, Camilla's answer lacks the 
specificity and sharpness of the answers to the same question given at higher levels in the 
organisational hierarchy. Worth note at this stage is that despite the fact that this particular 
respondent has only been in the organisation for a few months, her answers are more articulate 
than those of the two Junior Project Coordinators interviewed who have been here for an average 
period of 4,5 years. 
 
Counterweighting the brief answers to these questions, the responses to queries related to the 
organisational goals of GAME are both more detailed and well – articulated. The director, Simon 
Prahm, for example, refers to four values that GAME operates within; 
 
“Inclusion” “Being inclusive and bringing people together who wouldn't 
otherwise come together but also allowing people to have an ownership over it.” 
(Interview 8, Simon Prahm). 
 
“Sustainability” “This is of course about being environmentally correct and 
aware, reducing Co2.” (Interview 8, Simon Prahm). 
 
“Informal professionalism” “We are a grassroots organisation and we try to 
create change from the bottom – up.” (Interview 8, Simon Prahm). 
 
“Innovative” “Constantly developing” (Interview 8, Simon Prahm). 
 
These values match the ones cited on GAME's webpage. (GAME, 2015). Other articulate, well-
informed, responses to the same question are present across the top–tier of the organisation (see 
interview 9, Ida Brix – head of communication). Responses within the mid – level management 
regarding the goals of the organisation reflect similarly articulate understandings of the goals of 
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the organisation. For example, In-house project coordinator Reva Hagins, refers to “specific, 
scheduled goals” with specific timelines (Interview 1, Reva Hagins). 
 
Without drawing premature conclusions of these results at this particular point in time, one can 
point out that they point towards a more nuanced and concrete awareness of corporate goals and 
objectives at the higher levels of the organisational structure. Part of this, it can be argued, is a 
given - those at the top of the organisational chart are entrusted with more responsibilities and 
decision-making than those at lower levels. However, one can ask whether there is scope for 
better communication of goals and objectives between top-tier and lower tiers.  
 
 
4.4.2 Understandings of CSR at GAME 
With regard to the understanding of corporate social responsibility, it is evident that there are 
different understandings of what is implied by the concept. Once again, at the top tier of the 
hierarchy, articulate answers are given in response to the CSR -related queries. The director, 
Simon Prahm, refers to good CSR being evident in that “businesses reduce their footprint with 
regard to C02.” (Interview 8, Simon Prahm). For him, CSR involves not plundering the world's 
resources and to businesses operating in a manner that is considerate of generations to come, in 
keeping with Gro Brundtland's perspective on sustainability (Gro Brundtland is a former 
Norwegian prime minister) (Interview 8, Simon Prahm). Conversely, one of the interns mentions 
that she does not know what CSR is. (Interview 5, Camilla Clausen) whilst one of the Junior 
Project Coordinators states that CSR is “a way that companies make a name for themselves.” 
(Interview 2, Lars–Ulrik Nielsen). As seen, the range of answers related to this particular angle is 
rather broad.  
 
It is worth noting that, in general, most responses related to the direct implication of CSR are 
brief and that many respondents proceed to elaborate on GAME's relationship with CSR. On this 
note, as a general comment, it is interesting to note that nearly all respondents give well-
informed answers and interpretations of GAME's CSR tendencies irrespective of the amount of 
years at the organisation or their placement in the organisational chart. Here, we can talk of a 
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trend of sorts that permeates the analytical variables such as length of employment, job title and 
so on, that otherwise help explain the variation in the results obtained with regard to the topics 
discussed in this thesis.  
 
Reiterating to my claim that most respondents give well-informed answers, by well-informed, I 
am referring to the length of the interviewees responses, which were, with relation to these 
particular questions, quite lengthy. Few respondents expressed confusion with regard to these 
questions and many offer profound subjective opinions of what CSR implies for them. Similarly, 
many respondents argue their case for their understanding of CSR - elaborating on their 
definitions with specific examples of what they mean. Moreover, most responses lean towards 
mention of GAME not practicing CSR directly but to the organisation facilitating CSR 
operations of partner organisations. There are some, as I will show in the statements below, who 
contend that GAME is a conduit that acts towards acquiescing the CSR goals of other companies 
but that doesn’t practice CSR directly as such. 
 
For instance, In – House project coordinator Reva Hagins states that (CSR is): 
 
“something that we petition other companies for, not so much something we do 
directly.” “ I think that it is implied in what we do but not communicated as 
such.” (Interview 1, Reva Hagins). 
 
By denoting a sense of CSR being implied in the manner in which GAME operate, one might 
argue that this particular respondent contends that GAME does practice CSR but that there is no 
official rhetoric that governs how or what it entails in practice. Here, one can once again bring up 
the topic of awareness-many of the practices at GAME may involve or reflect CSR tendencies, 
whether or not the organization or its staff act consciously within the realms of specific, explicit 
CSR motives or rhetoric.  
 
Backing this viewpoint, playmaker programme coordinator, Maria Amrani states that: 
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(GAME)“does not practice practice CSR directly in that sense but we can and 
will work on the manner in which we relate to and work with other companies 
who have their own CSR goals.” (Interview 6 Maria Amrani)  
 
Again, there is a suggestion or a hint that CSR is not a relevant entity for GAME, directly 
speaking. There is, however, scope and agency for GAME petitioning the CSR needs of other 
companies who are presumably more corporate-minded.  
 
Further ratification of this is also given at the lower levels of the organisation, for instance in the 
parlance of Junior Coordinator Lars-Ulrik Nielsen who states that: 
 
“We (GAME) can make a CSR product or a concept that we give to companies.” 
“I'm 100% sure we can sell, based on this.” “ As part of a company's CSR 
strategy, one could present products but I don't think that GAME is responsible 
for doing CSR in itself.” “They (GAME) can offer others inputs towards their 
CSR strategies.” (Interview 2, Lars-Ulrik Nielsen). 
 
Interestingly, by comparison to the answers of other interviewees, Lars-Ulrik’s response takes its 
point of departure in the products that GAME produces rather than in the processes. Given that 
CSR understandings tend more to do with the practices of companies rather than products 
directly, and that the nature of GAME’s final product is loosely defined (sporting and cultural 
opportunities for youth in Denmark), his statement is somewhat vague. However, it does 
complement the previous responses; Lars-Ulrik’s statement exemplifies a point of unison 
amongst several respondents. Many, as those mentioned here do not view GAME as an 
organisation that operates within a specific CSR tradition but that rather, petitions the interests of 
corporate organisations and acts as a liaison of sorts between such organisations and their CSR 
interests.  
 
This ties in with CSR traditions in that GAME live up to the triple bottom line (planet, people 
and profit) maxim advocated for by Skadegaard Thorsen. Businesses need to be held accountable 
for their actions and operations (Thorsen & Miesling, 2011:350). GAME respects this principle 
even though it is not (judging by the respondents answers) particularly relevant for GAME in the 
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sense that much of their responsible behaviour is manifested in and implied by the nature of their 
work.  
 
This opinion is expressed with increasing specificity, the higher up in the organisational chain 
one looks. From the point of view of the head of communication, Ida Brix, GAME is: 
 
“a social responsibility, as our goal is social change for underprivileged youth; 
for children and youth in underprivileged areas; we are a social mission. So our 
CSR would be when we engage with companies for example.” (Interview 7, Ida 
Brix). 
 
She elaborates on this, stating “GAME does not have a CSR policy since our objective is a social 
one.” This opinion coincides with that provided by the mid – level management albeit that it is 
more detailed and its implications are more clearly explained. 
 
Based on this, it can be argued that part of GAME’s CSR dynamic lies within the nature of the 
choices and nature of its collaborations with larger corporations whose CSR interests they help 
petition.  
 
Boiling things down even further, director Simon Prahm is explicit in stating that (CSR) “is not 
something that is relevant for us (GAME) because we are not corporate.” (Interview 8, Simon 
Prahm). He does not consider CSR to be one of the goals of the NGO given that “ if we looked 
back at 14 years of GAME's existence, the support we have got from companies is quite limited.” 
(Interview 8, Simon Prahm). This is an interesting point of view at the top level of the 
organisation. From Simon’s experiences, there is little to be gained in terms of support from 
companies and CSR is not a relevant theme since GAME is an NGO. This itself is great material 
for discussion. Is it only major corporations that should abide by the expectations of responsible 
conduct or should NGO’s also be able to scrutiny and if so, what parameters exist within such 
expectations and who sets them? Implicit and explicit CSR practices and considerations with 
respect to GAME are raised by a statement of the nature of Simon’s. At the very top, we have 
statements that explicitly rule out CSR or possible plans for its incorporation yet further down, 
there is acknowledgement of GAME operating responsibly even if such operation doesn’t take 
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place as part of explicitly framed CSR practices. This is an interesting point; one that raises the 
question as to how well the tenets and values argued for at the top of the organisational hierarchy 
permeate GAME such that they are understood at lower levels in the chain of command. If one 
looks at some of the recent CSR theory used in this thesis-there are various arguments that point 
towards good CSR policy being linked to comprehensive embedding of intents to do good and 
act responsibly in day to day practices. I will revisit this point using relevant theory in the second 
part of this analysis.  
 
Returning to various trends expressed within the interviews conducted, a point of unity across 
the range of responses given is evident in the opinions regarding the focus on anti-discrimination 
and diversity that GAME maintains. As some of the answers presented in the section below will 
show, anti-discrimination and diversity are important for GAME. This points towards a human 
rights focus that that interweaves with some of the stipulations of theory such as the UN Guiding 
Principles, which will be discussed later on in this analysis.  
 
One can discuss two representations of the manner in which GAME works with these concepts – 
internal (for instance with regard to the staff that work at GAME and external (or general) – as 
concerns GAME's policies towards the matter as a whole, manifested in the manner the 
organisation reaches out to its stakeholders and target group at large). Both representations link 
to the matter of internal communication that this thesis focuses on. The former concerns itself 
with the way in which opinions and understandings regarding diversity and anti-discrimination 
are articulated and communicated within the organisation. The latter also pertains to internal 
communication, if less so, as it also interweaves with matters of articulation and communication 
of opinions and understandings of diversity and anti-discrimination on the part of GAME to its 
stakeholders.  
 
I will first focus on the general representation of the diversity and anti-discrimination concepts 
before rounding off with a summary of the more specific (internal) representations.  
 
Mid – tier representations of the claim that diversity and anti – discrimination are inherent in In– 
house project coordinator, Reva Hagins' point of view on the matter. For him diversity and anti-
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discrimination are “really big themes.” that are top on the list of the leadership (Interview 1, 
Reva Hagins). On the same plane, playmaker coordinator, Maria Amrani states that (diversity 
and anti-discrimination) are “extremely important.” “They are at the core of our philosophy.” 
(Interview 6, Maria Amrani). 
 
Elaborating somewhat, she is of the opinion that (GAME) “work to empower at all levels so that 
it is not just us saying what needs to be done but that our target group take things into their own 
hands and empower themselves and those around them.” (Interview 6, Maria Amrani). 
 
Lower tier examples outlining the common consensus that anti-discrimination and diversity are 
important themes at GAME are exemplified by the responses of the likes of Lars–Ulrik Nielsen 
who states that 
 
“Diversity is extremely important.” “ If we talk about integration and the 
integration of the youth, I think that diversity is the key to it.” “ It's a way of 
minimising the rift between different classes and minimising the prejudices that 
exist amongst the youth.” “ Diversity is important when it comes to breaking 
down the prejudices that people may have towards others.” (Interview 2, Lars–
Ulrik Nielsen). 
 
A more personalised take on the same matter is given by another Junior Project Coordinator, 
Kanishka Sina who also contends that (diversity and anti-discrimination) are “extremely 
important.” He proceeds to state: 
 
“For instance, with regard to my job in the reception, I have to ask the various 
trainers to report how many people attended training and how many of them were 
foreigners.” “This is because we have some statistics that we'd like to show to the 
commune and the other various supporting organisations like Danica.” “ At the 
end of the day it's an integration project.” (Interview 3, Kanishka Sina)  
 
This notwithstanding, he is also adamant that GAME has lost some of its diversity over the 
years, stating that it has not been lost completely-“it is still there but it's less prominent than it 
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used to be.” (Interview 3, Kanishka Sina). This contrasting opinion is curious because it calls the 
impression of GAME being a diverse workplace that is given by and large all other respondents 
into question. It also offers room for a discussion - has the diversity profile with regard to 
employment at GAME changed over the years? The focus of my study does not extend to 
documenting this in such depth but it is an interesting thought to contemplate; one that will be 
raised in the section, Further Research.  
 
More specific answers to the questions relating to GAME's anti-discrimination and diversity 
profile are given at the higher echelons of the organisation. The head of communication, Ida 
Brix, makes a distinction between the two terms, stating that: 
 
“Diversity is very important” and that “anti – discrimination is something that we 
(GAME) haven't really worked with apart from when it comes to 'us and them.' 
“We are 'them' – we are good at incorporating ethnic minorities and the others 
are not.” (Interview 7, Ida Brix). By others here, one can infer that Ida is talking 
about other organizations that work towards the betterment of society. She feels 
that this is important in the context of a society that is  
 
“as a whole extremely discriminatory towards ethnic minorities-both politically, 
with regard to employment and discursively – the manner in which the media 
talks about things.” (Interview 7, Ida Brix). 
 
Adding further context to the manner in which GAME operates with anti-discrimination and 
diversity, the director, Simon Prahm, states that “they (anti-discrimination and diversity) are, 
quite naturally important for us (GAME) because one of our goals is that of creating social 
change.” (Interview 8, Simon Prahm). Like Ida Brix, Simon grounds GAME operating in this 
manner in the social narrative at the moment, within which, he opines that “there are more poor 
children with other ethnic backgrounds than poor children with a Danish background.” 
(Interview 8, Simon Prahm). Here the relevance of GAME’s work within an anti-diversity 
framework is highlighted in relation to the context of the society that they operate in, which, 
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based on the articulations of both Simon and Ida is riddled with inequalities with regards to the 
access to human rights that those who live in it have.  
 
Internally, the matter of diversity and anti-discrimination is articulated almost universally as 
being an area within which GAME places its priorities. If we start from the top-tier and work 
down, Simon Prahm, the managing director, is of the opinion that “(GAME) has a more diverse 
workforce than a lot of other places.” and “the general population as a whole.” He admits that 
there is room for even more diversity and states that whilst the organisation “doesn't make it a 
point to hire people with a diverse background, it can be a qualification sometimes with regard 
to reaching out to some of the children and youth that we (GAME) would like to have on board. 
(Interview 8, Simon Prahm). 
 
Supporting this, In-house project coordinator Reva Hagins asserts that the reason he was hired 
was because “(GAME) want to be frontrunners.” “We (GAME) have to draw from other people's 
experiences, not only from reading articles but from people who know.” (Interview 1, Reva 
Hagins) Reva himself, is South African by origin, which, by his own admission helped highlight 
the importance of his role in starting GAME Copenhagen a few years ago: “The knowledge I 
brought to the table from working in The U.S and South Africa and the whole idea of rules in the 
house and discussing responsibility, discussing the feeling of this house.” (Interview 1, Reva 
Hagins). These statements illustrate that GAME maintains a focus on matters of diversity and 
anti-discrimination when it comes to the manner in which the organisation interacts with its 
target group. As stated previously, and as articulated by the top-tier management, this target 
group is a part of society that faces challenges in the society within which they exist.  
 
Opinions regarding GAME's internal diversity and anti-discrimination practices are slightly 
varied. On the one hand, there are those like Junior Coordinator Lars-Ulrik who opine that 
GAME is “well represented by men and women of different ages and people with different 
cultural backgrounds.” (Interview 2, Lars-Ulrik Nielsen). 
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Conversely, another Junior Coordinator, Kanishka Sina is of the opinion that diversity is not 
present in the GAME office. He points out that there is more diversity at the lower levels of the 
organisation than at the higher ones. In response to this area of questioning, he states: 
 
“You can look at the difference between the JK's and the mentality and the higher 
level management.” (Interview 3, Kanishka Sina). 
 
As a remark, it is true that GAME's workforce is indeed a diverse workforce staffed with people 
from different ethnicities and social backgrounds. For example, of the thirteen Junior Project 
Coordinators at the bottom-tier of the organisation, eleven have backgrounds that are either fully 
or partially not fully Danish. The representation of this diversity decreases however, on the 
middle and top – tier levels of the organisation, where those hired are predominantly of Danish 
descent. When it comes to the definition of subjects such as diversity and ethnicity, there are 
certainly plenty of debates to be had. What defines being Danish or not? Again, this is not the 
focus of my research query but it is worth raising questions that are all the more pertinent to 
GAME given that fact that these are matters that they operate within on a constant basis. This is 
important to keep in mind when it comes to considering ambiguous concepts like diversity and 
categories of ethnicity. For example, GAME records the number of participants that have taken 
part in training sessions in various disciplines such as street soccer, street basketball and parkour. 
One of the fields in the forms that are handed out to trainers of these sessions is how many 
participants of a non-Danish background are presented. The data gathered is necessary at the 
planning level of the organisation when it comes to tailoring some of GAME’s solutions to its 
target group. The information is also valid when it comes to GAME applying for and 
maintaining funding agreements. Ida Brix sums this up via the following statement: 
 
“Well, for example, Cecilia (project coordinator, external) joined and asked how 
we can count how many ethnic minorities have taken part in trainings.” “We do 
so by the coaches of each training pointing out who is dark-skinned.” (Interview 
7, Ida Brix). 
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This represents a subjective form of data gathering that can easily discriminate by categorizing 
and indeed pigeonholing the subject of ethnic identity. If judgements of who is Danish and who 
is not are simply based on categories of white and “other” non-white categories, the system 
quickly becomes the antithesis of the discriminatory processes that it is attempting to work 
against. An interesting discussion is raised here-such a data gathering process may seem 
hypocritical but on the other hand, classification and systemization brings quantitative data to the 
table that can thereafter be used when it comes to devising strategy and finding solutions. Such 
subjects are always going to be complex, particularly in the globalized, multicultural world that 
we live in. The manner in which GAME communicates internally amongst its staff regarding a 
point such as this and indeed to its target group is of interest as it is within such a framework that 
one can evaluate if there are traditions of responsible practice that shine through their 
communication process.  
 
 
4.4.3 Understanding of Internal Communication at GAME 
 
In this section, I will outline the main trends presented by the interviewees specifically related to 
the internal communication at GAME. Their direct opinions concerning the internal 
communication are a point of focus. As stated before, the nature of communication at GAME is a 
complex issue due to the fact that the communication department in the form that it exists in at 
present is rather new. This fact is mentioned in different interviews (see interviews 4, 6 and 7 - 
Caroline Bohn, Maria Amrani, Ida Brix). Moreover, GAME is an organisation that is growing 
rapidly and which consists of a board, the internal organisational structure mentioned in this 
thesis and numerous volunteers, adding various layers of complexity.  
 
In general, there is consensus that there is good communication at some levels of the 
organisation whilst other areas need to be worked on. 
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At the bottom tier, both Junior Project Coordinators have negative comments concerning the 
internal communication at GAME. Lars-Ulrik Nielsen laughed heartily when asked how good 
the internal communication at the organisation is, proceeding to state: 
 
“I don't know if I should stop answering this! “ “ The most important thing to take 
into account when we discuss internal communication is that everyone is on 
board and that everyone gets a voice.” “ On this point, I don't think everyone gets 
heard.” (Interview 2, Lars-Ulrik). 
 
In response to the same question, another Junior Project Coordinator, Kanishka Sina, states that 
“it (internal communication) has been very bad but we've got a new communication employee 
(Ida Brix) who is very engaged and enthused about things.” (Interview 3, Kanishka Sina).  
 
Conversely, both interns talk of good communication in the office, making mention of a pleasant 
office environment that fosters positive communication. In – house Camilla Hernani states that 
 
“it (internal communication) is really good !” “ There's a lot of dialogue at the 
lunch table despite the fact that we all work with different projects.” (Interview 5, 
Camilla Clausen). 
 
The other intern, Caroline Bohn concurs, stating that “it (internal Communication) is very good. 
“We all work in an office which means that we take everything as it comes and go over to each 
other.” (Interview 4, Caroline Bohn). 
 
From what we can see above, bottom-tier staff is divided in their opinions regarding internal 
communication at GAME. The Junior Project Coordinators who have been in the organisation 
for the longest time voice negative sentiments concerning it, albeit with shades of optimism and 
an admittance that things are improving. However, both interns (who work on a daily basis) have 
positive responses regarding the internal communication at GAME, making mention of an office 
environment that is conducive to it. One can therefore infer that there is a discrepancy in the 
internal communication expressed by positive feelings towards it amongst the middle and top – 
tier levels of the organisation and the full–time office staff (including interns) and negative 
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sentiments towards it at the bottom-tier levels of the organisation such as amongst the Junior 
Project Coordinators. 
 
Illustratively, this discrepancy is spelled out with more fluency by the In-house Project 
Coordinator, Reva Hagins, who states: 
 
“I would say that our internal communication is good.”  We have many levels – 
the full-time and the part-time staff.” “We also have the volunteers.” “When it 
comes to all three layers, the communication is lacking, but on the top-tier, there 
is very clear communication.” (Interview 1, Reva Hagins). 
 
In this respect, Reva talks of a conflict of interests between the concerns of the full-time 
employees and the part-time staff, “some of whom aren't directly interested in what we do” 
(Interview 1, Reva Hagins). 
 
Top-tier management concurs that there is work to be done with regard to internal 
communication, particularly as far as the Junior Project Coordinators are concerned. The head of 
communication, Ida Brix, for instance, states that: 
 
“The biggest challenge is the Junior Project Coordinators.“ “They are here at 
different times to we (full – time staff) are and have very few shifts.” “If I could 
hold a meeting with the JK's every month that would be fantastic but that will 
already take up half of a JK's time if I had to hold meetings with them.” 
(Interview 7, Ida Brix). 
 
This response, together with that of in-house project coordinator Reva Hagin's further up in this 
section presents one of the key complexities in the internal communication framework at GAME 
that I’ve mentioned on several occasions hitherto, namely that there are numerous levels in the 
organisation. In this particular case there are communication challenges inherent in the fact that 
there are full-time employees and part-time employees and that communication between the two 
is not aided by the fact that they have different schedules. One can argue that the CSR 
understandings that permeate the internal communication therein are hampered by this 
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discrepancy. By the admission of some of the interviewees used in this thesis as discussed above, 
internal communication at the level of the Junior Project Coordinators is cited as an area that 
needs to be improved. For example the challenge is also recognized at the helm of the 
organisation, with GAME director Simon Prahm stating that “We (GAME) communicate the 
goals primarily within the office, when compared to communicating to the Junior Project 
Coordinators and other people that work for us. We have talked about doing more to address 
this.” (Interview 8, Simon Prahm). 
 
Simon goes on to specify that: 
 
“With regard to the Junior Project Coordinators here in the office, we could do 
more.”-a lot of it has to do with internal communication – our intranet, Jamma 
for example. Everyone in the office is on this but our Junior Coordinators are not. 
We have talked about including them in this as well. We will soon be opening a 
house in Esbjerg so we need to focus more on the Junior Project Coordinators 
and make sure that our values permeate all levels of the organisation.”(Interview 
8, Simon Prahm). 
 
This shows that GAME is by and large aware of several communication challenges that the 
organisation faces, particularly with regard to communication between the upper and lower tiers 
of the organisation. Redressive measures have been proposed (as we can see from the statement 
of the director above) be as it may that they are currently not set – in – stone. Cementing these 
findings, many respondents are of the opinion that whilst there are communication issues to deal 
with at the bottom-tier of the organisation, the overall communication at GAME has gotten better 
during the time in which they have been at the organisation. This question is obviously far less 
relevant to the interns, who haven't been at the organisation for long enough a period for them to 
have a definite opinion about it nor for there to have been changes of significance that are worth 
mentioning. 
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4.4.4 The Main Points in Summation 
 
In this short section, I will briefly recap and sum up some of the main points raised in this part of 
this thesis.  
 
Concerning the CSR profile at GAME, there are also different understandings of both what CSR 
is as a whole and on what sort of CSR GAME practices. Generally, many interviewees are of the 
opinion that GAME does not practice CSR directly but rather, petitions the CSR interests of 
other firms and acts as a medium through which such firms can practice CSR. An omission of 
the “corporate” component of the CSR diction is given by numerous respondents, particularly at 
the top-tier of the organisation where many a mention of GAME's social profile as an NGO 
interested in the good of society is made. 
 
One steadfast point of consensus in the responses of the interviewees is that the theme of 
diversity and anti-discrimination is an important focal point within both the external and internal 
operations at GAME. There is talk of GAME being accessible to all irrespective of their 
ethnicity, for example. Internally, many respondents make a mention of a diverse, multi – ethnic 
workforce at the bottom-tier of the organisation in particular. One respondent believes that there 
is less diversity in this regard than there has been at other points in the organisation's existence. 
 
Last but not least, most office staff (including interns) opine that there is good internal 
communication at their level operation but that there is work to be done when it comes to the 
communication between them and the Junior Project Coordinators at the bottom-tier of the 
organisation. This is seconded by the Junior Project Coordinators themselves who voice negative 
sentiments concerning the matter. There are reasons for this that lie within the inherent 
complexity of an organisation with various levels - some full-time and some part-time. 
Ameliorating the challenges posed by this fact may therefore be a consideration worth taking 
into account when it comes to the internal communication at the organisation.  
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At various levels of the organisation, as I have shown using the quotes from the interview 
questions regarding internal communication, there is recognition of the varied nature of the 
communication process at GAME and a desire to do something about it, though the specifics of 
ameliorative measures have not been delved into. They have, however, at least by some the 
utterances expressed by some interviewees, been woven into the future plans of the organisation. 
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5. Part V: Discussion & Conclusion 
 
In this final chapter, I will discuss the points raised in the analysis section above. Thereafter, 
concluding remarks that summary up the key points raised in this thesis will be made, followed 
by future perspectives based on the results of my research.  
 
 
5.1 Discussion of results 
 
I have hitherto presented the trends present throughout the data gathered from my qualitative 
interviews, with a view to articulating them from the point of view of various interviewees. This 
section presents a discussion of these traits using relevant theory to link the information gathered 
to literature that can help identify what sort of CSR traditions are present in the manner in which 
GAME communicates internally. 
 
Whilst the vast majority of CSR traditions in the internal communication at GAME are 
articulated more within more modern CSR theory, it is true that the traits within this process also 
relate to some of the historical understandings of CSR, mentioned in the section in this thesis that 
documents the history of the term. If one examines them in terms of the decades of relevance (to 
refer back to the ‘History of CSR’ section) one can, for instance articulate the manner in which 
GAME articulates and communicates its human rights framework internally as a positive point 
based on CSR theory of the 1950’s. As stated in the history section of this thesis, Howard Bowen 
maintains that businesses have obligations “to pursue those policies, to make those decisions, or 
to follow those lines of action which are desirable in terms of the objectives and values of our 
society.” (Caroll, 1999:270). It is clear that GAME does operate in such a manner, though 
admittedly this understanding of CSR is vague in its implication.  
 
Examining the 60’s CSR traditions, it is clear that they too are manifested in GAME’s internal 
communication - there are understandings of CSR being something that goes beyond the 
standard practices and activities of the corporate world. Davis for instance mentions that “social 
responsibility moves one large step further by emphasizing institutional actions and their effects 
on the whole system. (Caroll, 1999:272). The discourse that exists around CSR on the part of the 
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interviewees generally reflects GAME going one step further by understanding the nature of the 
work that they are involved in and its broader implications within the society it operates in. 
Again, whilst this may be obvious given their status as an NGO, there is evidence to suggest that 
there are matters of GAME’s understandings of the responsibility that the organisation has that 
go beyond the mere scope of the organisation and its operations. One such area is the focus on 
diversity and anti-discrimination that permeates the discourses created by all the respondents 
interviewed for this thesis.  
 
Refining the diversity and anti-discrimination rhetoric further, GAME’s social responsibilities 
expressed within this particular understanding of CSR sit well with theory from the 70’s, where 
there are those such as Jules Blackman maintain that CSR denotes:  
 
“Employment of minority groups, reduction in pollution, greater participation in 
programs to improve the community, improved medical care, improved industrial 
health and safety - these and other programs designed to improve the quality of 
life are covered by the broad umbrella of social responsibility.” (Caroll, 
1999:299).  
 
With regard to the employment of minority groups, it is clear from the discourse gathered 
from GAME’s interviewees that the organisation takes an interest in employing such 
groups. Reductions in pollution, improved industrial health and safety and other 
parameters mentioned in the quote above are not relevant to this thesis.  
 
Building on these preliminary statements, I have divided this analytical section into two 
parts; one that links the understandings of corporate goals and understandings of CSR to 
relevant CSR theory and another that identifies traits within GAME’s internal 
communication and links these to possible CSR understandings and traditions. 
 
The organisation’s goals and objectives and more importantly, the way that they are understood 
are one way of checking for CSR traditions, particularly if these traditions are embedded in the 
manner in which the firm operates. More specifically, however, comprehending the perceptions 
of and attitudes towards CSR that GAME’s staff have allows for one to gain a better 
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understanding of any explicit or, for that matter, implicit CSR traditions at the organisation. 
Similarly, by understanding what the staff think of GAME’s internal communication, one can 
not only gauge its effectiveness in a CSR context; it can also be understood in the context of its 
usefulness in communicating corporate goals, some of which may be aligned to CSR traditions. 
 
To reiterate, with regard to the goals and objectives of the organisation, it is clear that they are 
understood differently at various levels within the organisation. Those at the upper echelons of 
the organisation have a better understanding of these goals compared to those further down. 
 
Similarly, some of the full – time staff such as interns understands these goals better than Junior 
Project Coordinators. This is in spite of the fact that the latter have been in the organisation for 
almost four times as many years as the former. However, there is also a natural discrepancy in 
the communication process between part and full-time staff stemming from their varied levels of 
involvement in the organisation. Nonetheless, there are arguments that vouch for a 
understandings of CSR goals being embedded comprehensively throughout organisations if they 
are to be of value to the organisation. For instance, Rick Relinger categorically states the 
importance of coherency across all areas of the organisation, when it comes to having an 
effective CSR policy. Relinger refers to this as 
 
“embedding” ; “the macro process of ensuring that all personnel are aware of 
the enterprise’s human rights policy commitment, and regard it as intrinsic to the 
core values of the workplace.” “It is one continual process, generally driven from 
the top of the company.” (Relinger, 2014:7). 
 
From GAME’s perspective, we can see that whilst a certain degree of embedding does indeed 
take place, there are several discrepancies that suggest that it could be practiced to greater effect.  
 
There are those at the top of the hierarchy who are well aware of the corporate goals of the 
company and contrastingly, there are others at the bottom of it who are comparatively poorly 
informed even despite the fact that they have been there for a significant amount of time (as is 
the case with both of the Junior Project Coordinators interviewed; Kanishka Sina and Lars-Ulrik 
Nielsen - see relevant interviews). This may be due to the fact that they are part-time staff and 
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are therein not as involved in the day-to day activities at the organisation as full-time staff. 
However, it can be argued that communicating CSR goals to all stakeholders in an organisation 
is important as it can have positive implications when it comes to generating value for a 
company.  
 
To be more specific, there is little conclusive evidence to suggest the existence of an explicitly 
stated and followed CSR policy at GAME. From the interviews I made, there is an assumption at 
various levels of the organisation that CSR is not relevant for GAME. As such, this is one of the 
themes that I have explored. This assertion is supported by the wording of the director, Simon 
Prahm for example for states that CSR: 
 
“is not something that is relevant for us (GAME) because we are not corporate.” 
(Interview 8, Simon Prahm). Moreover, “ if we looked back at 14 years of 
GAME's existence, the support we have got from companies is quite limited.” 
(Interview 8, Simon Prahm). 
 
Similar opinions are expressed further down the chain of command, most of which (as the quotes 
in “Presentation of Results, section I”) show that the employees at GAME are unaware of any 
explicit CSR approach being followed at the organisation. However, many see opportunities in 
GAME practicing CSR, as a conduit activity -i.e. acquiescing some of the CSR needs of big 
firms. By this accord, one can argue that GAME operates in keeping with what Bhattacharya 
would term “intrinsic CSR motives.” (Bhattacharya, 2010:9). Articulating this, Bhattacharya 
states:  
 
“In general, stakeholders attribution of a company's CSR motives may be of two 
kinds – extrinsic, in which the company is seen as attempting to increase its 
profits; or intrinsic, in which it is viewed as acting out of a genuine concern for 
the focal issue.” (Bhattacharya, 2010:9). 
 
Being that GAME is non-profit, this truth (acting out of genuine concern for the focal issue) may 
be self evident, one might argue. As an NGO that works within a human rights framework, the 
organisation does have a legitimate interest in working towards solving human rights challenges 
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(when compared to other forms of enterprise, which may be more driven by making a profit than 
investing resources in human rights amelioration). 
 
 
5.1.1 Intrinsic CSR motives 
Moving on to the next important point in this analysis; GAME’s intrinsic CSR motives-what 
they may be (as expressed by the interviews conducted and how they are manifested). 
 
Generally, whilst my findings show that there were varied understandings of what is implied by 
CSR and moreover, what sort of relationship GAME has to it, there was a strong point of 
consensus regarding GAME’s responsibilities as seen within a framework of human rights; more 
specifically as concerns anti-discrimination and diversity. GAME is an NGO that tries to work 
towards empowering youth through street sport by granting them access to it and as such, 
providing a framework that grants everyone equal access to sport. This represents an intention to 
work within tenets that support diversity and work against discrimination. As such, we can 
discuss these tenets as being evident both in the way GAME works with its target group but also 
internally, where, as many interviewees state, there is also intent on the part of GAME to 
promote workforce diversity. 
 
Agency for respecting human rights can be found, for instance, in the Guiding Principles of 
2011, where it is stated that 
 
“Business enterprises should respect human rights.” “This means that they 
should avoid infringing on the human rights of others and should address adverse 
human rights impacts with which they are involved.” (UN Guiding Principles, 
2011:13). 
 
Naturally, those who are sceptical of this rather broad statement will pose questions as to how 
one can measure or assess whether or not firms operate within such a maxim and indeed to what 
extent they do so. In the previous section (“Presentation of Results, section I), as is shown by the 
various quotes presented, diversity and anti-discrimination are generally regarded as themes that 
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are very important for GAME. Once again, this may be a given. One could argue, since GAME 
works to creating inclusion within the target group that it operates in, it is only normal that their 
anchorage is within a human rights framework.  
 
On the other hand, one can discuss how comprehensively tenets such as these permeate GAME’s 
everyday operations and indeed whether they factor into the internal communication tendencies. 
To this end, the Guiding Principles talk of policy commitments that: 
 
“are approved at the most senior level of the business enterprise, are informed by 
relevant internal and / or external expertise; stipulate the enterprise’s human 
rights expectations of personnel, business partners and other parties directly 
linked to its operations, products or services; is publicly available and 
communicated internally and externally to all personnel, business partners and 
other relevant parties and is reflected in operational policies and procedures 
necessary to embed it throughout the business enterprise.” (UN Guiding 
Principles, 2011:15). 
 
With regard to GAME, in keeping with the intrinsic, largely implicit CSR policies that seem to 
denote the organisation’s stance, there isn’t much in the way of policy stipulations that word the 
company’s commitments to human rights, which is curious since their work entails focusing on 
them in practice. Implicitly, however, one can argue that the importance of and intention to work 
within a human rights framework is indeed reflected in many of the statements gathered from 
employees at GAME. The question here is whether or not it is enough for a NGO of the size and 
scope of GAME to operate intrinsically within such CSR traditions or whether the value of their 
brand and the service they provide would grow through more extrinsic CSR that is also better 
communicated internally. 
 
5.1.2 Diversity and anti-discrimination 
Exploring the anti-discrimination / diversity framework at GAME, more specifically how it 
permeates the organisation - generally there is a consensus that the office space consists of 
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people from diverse backgrounds (see quotes in Presentation of Results, section I). This is indeed 
consistent with the situation in reality, certainly as far as the Junior Project Coordinators at the 
bottom of the organisational hierarchy, where representations of up to 8 ethnicities amongst 13 
people employed can be found. 
 
One might argue that this reflects GAME’s commitment to respecting diversity, not just through 
its work with its target group, but also on matters of employment. However, the further up in the 
organisational hierarchy one proceeds, the less diverse the workforce is. This is perhaps a given ; 
there are less posts to be filled. This notwithstanding, one of the respondents does break the 
general praise for the diversity and anti-discrimination policies practiced by GAME, stating: 
 
“you can look at the difference between the Junior Coordinators and their 
mentality and the higher level management.” “ I wouldn’t say that this reflects 
what is out there on the streets.” “2 years ago there was a lot more diversity in 
the house.” “ If you look at who is here today, it is different to who was here 2 - 3 
years ago.” (Interview 3, Kanishka Sina). 
 
Part of this statement is factual; diversity does decrease the higher up one looks in the 
organisation (as discussed) and part is unverifiable in that I have been unable to establish 
whether there have been significant changes in the ethnic diversity at GAME regarding 
employment over the years. However, it does raise questions. On the one hand, it is true that 
GAME is loosely operating within a framework of diversity and anti-discrimination (as 
implicitly implied by numerous quotes from my interviews). On the other hand, there may be 
some inconsistencies in the practical implementation the human rights framework. Certainly if 
we return to how it is manifested through matters of internal communication, more 
inconsistencies arise. 
 
For example, the head of communication, Ida Brix, raises a valid point regarding the manner in 
which GAME counts how many people attend their practices. In response to a query related to 
the situation regarding diversity and anti-discrimination internally, she states: 
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“Well for example, Cecilia (project, coordinator, external) joined and asked how 
we count how many ethnic minorities have taken part in trainings.” “ We do so by 
the coaches of each training pointing out who is dark-skinned.” (Interview 7, Ida 
Brix). 
 
This statement raises an interesting point as GAME is directly creating categories of ethnicity 
from a power position based on constructions of skin colour, an operational procedure that may 
need review. To put this into perspective - GAME note the number of people who take part in 
various training sessions at their base in Copenhagen, figures which are used to gain funding 
from the government and other stakeholders as Ida goes on to state: 
 
“I know why we use the training numbers - we can practice more street sports.” “ 
The coach that’s counting may not know this - they are often ethnic minorities 
themselves or have a different skin colour.” “The discussion is there but I don’t 
personally think that we phrase the questions well enough.” “We know what the 
why is but what we are doing in GAME is discriminatory.” (Interview 7 Ida Brix). 
 
The training participation count represents one operational practice at GAME that is important 
for the funding of the organisation in that it can be used to justify the work within diversity and 
anti-discrimination. However, paradoxically, it may be discriminatory in itself and not promote 
diversity, as the head of communication states above. This is due to the fact that categorizing 
ethnicity from a power position may be more discriminatory than inclusive. This questions the 
overall integrity of the diversity and anti-discrimination profile that GAME maintains. Whilst 
there is no doubt as to its commitments in this regard and whilst they do fit into a framework of 
anti-discrimination and diversity that is consistent with CSR traditions within the Guiding 
Principles framework, there are practical exceptions such as the training census that reflect a lack 
of embedding into everyday practice. More importantly, the manner in which GAME 
communicates this particular matter (polling practice attendees according to ethnicities) is poor 
and out of place within any CSR framework, explicit or intrinsic as the case may be. 
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As discussed, the Guiding Principles, Rick Relinger’s theory and that of Bhattacharya all 
contend that embedding is an important element of CSR. The lack of such CSR policy, however 
implicitly evident is not favourable for GAME as far as its long-term stakeholder relationships 
are concerned. 
 
 
5.1.3 Internal communication 
 
The findings related to internal communication at GAME are twofold: 
 
On the one hand, there is positive internal communication at one level of operation with GAME, 
as described in the statements from the office staff (interns included) (see interviews 4, 5 and 6). 
On the other hand, aspersions have been cast over the nature of communication from one 
division to another - specifically the Junior Project Coordinators who are not as involved in the 
communication process as the full-time staff. Whilst this is expected, given their part-time status, 
there is consensus at the managerial level that there is a lack of communication at some levels. 
Good, consistent internal communication processes are pivotal when it comes to the transmission 
of goals and objectives, herunder those that tie-in to CSR objectives, as will be discussed by the 
theories used in this section. Statements in support of the poor communication at some areas 
within GAME include: 
 
“We have many levels - the full-time staff and the part-time staff.” “We also have 
the volunteers.” “When it comes to all three layers, the communication is lacking, 
but on the top-tier, there is very clear communication.” (Interview 1, Reva 
Hagins). 
 
Recognition of this also takes place at the higher levels of the organisation, with the director, 
Simon Prahm stating: 
 
“We communicate the goals primarily within the office, when compared to 
communicating to the Junior Project Coordinators and other people that work for 
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us. We have talked about doing more to address this.” “I think that we could be 
better at communicating in our second and third tiers.” (Interview 8, Simon 
Prahm). 
 
Statements such as these show that whilst GAME generally does communicate effectively in 
some areas, there are others in which communication is poor and therefore non - supportive of 
CSR goals. The fact that there are varied understandings of CSR at GAME, could very well 
emanate from the discrepancies in the communication process, which in turn, can have less 
favourable implications on the returns on CSR that CSR activities may yield, as Bhattacharya 
contends: 
 
“Needless to say, the business returns to CSR are contingent on stakeholders’ 
awareness of a company’s CSR activities.” (Bhattacharya, 2010:9). 
 
In other words, if there are those in the organisation who are unaware of the company’s CSR 
activities, they may not contribute as effectively towards them as if they were aware of them. 
Further agency is given to this, particularly as concerns the Junior Project Coordinators, who as 
we have seen, have not been as involved in the communication process as they could have been. 
Their status as employees with direct access to GAME’s target group gives them lots of potential 
as outlets for the transmission of corporate goals, hereunder CSR traditions and other social and 
ethical postures that the organisation may wish to affiliate itself with. As Bhattacharya suggests, 
 
“Since employees typically have a wide reach among other stakeholder groups 
through their social ties, and are often considered a source of credible 
information, companies should ‘tune up’ their internal CSR communication 
strategy and find ways to engage employees and convert them into companies’ 
CSR advocates.” (Bhattacharya, 2010:14). 
 
Whilst, as stated, medium and higher management are aware of discrepancies in the 
communication process that may jeopardize consistent understandings of organizational interests 
across all areas of corporate operation, there is a long way between recognition of the problem 
and actual solutions to it. Such solutions are, however, complex in that it is difficult to keep 
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everyone on the same page in an organisation that has the layers that GAME does (volunteers, 
full-time staff, part-time staff). Moreover, Bhattacharya contends that: 
 
“A key challenge in designing effective CSR communication strategy is how to 
reduce stakeholder scepticism and to convey favourable corporate motives in a 
company’s CSR activities.” (Bhattacharya, 2010:10). 
 
Whilst this is indeed a complex matter, as the theory shows, there are arguments that point 
towards CSR traditions being evident within internal communication if they are embedded 
comprehensively within it. Articulating this, for instance, within the internal communication 
traditions at GAME, there is is a need for “ensuring that all personnel are aware of the 
enterprise’s human rights policy commitment, understand its implications for how they conduct 
their work, are trained, empowered and incentivized to act in ways that support the commitment, 
and regard it as intrinsic to the core values of the workplace.” (Relinger, 2014:7). Since this is 
not the case at GAME, where such policy commitments are only partially embedded, one may 
argue that there is scope for improvement. CSR traditions as far as embedding is concerned can 
therefore be said to exist in partiality, with scope for improvement.  
 
To round off, from the interviews gathered, GAME does not operate within an explicit CSR 
framework given that they are not a corporate firm and that their product (youth empowerment) 
in itself entails responsible practice. To this end, GAME operates within a framework of 
supporting diversity and anti-discrimination, loosely along the lines of the human rights 
stipulations stated in the UN Guiding Principles. This framework is evident at other levels of the 
company - for instance regarding employment opportunities - where it is clear that GAME values 
diversity within its hiring practices. Of the varied CSR understandings that are evident from the 
empirical data, operation within anti-discrimination and diversity frameworks is the one that 
seems to permeate the manner in which GAME operates and (more relevant to this thesis) the 
nature of the internal communication at the organisation. This notwithstanding there are 
discrepancies inherent in some aspects of GAME’s internal communication (for example 
concerning the manner in which their intention to poll how many attendees have been present at 
training sessions, and what ethnicity there are is communicated). 
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Some written text related GAME’s social responsibilities is present (for instance via its mission 
statement), however, there are no detailed policies in writing to back this up. Therefore, by virtue 
of the Guiding Principles, there are inconsistencies present with regard to the lack of policy 
statements on GAME’s part. These inconsistencies raise an interesting point discussion in the 
positions of Relinger, Bhattacharya and John Ruggie within the - namely that organisations 
ought to embed their intentions regarding their social responsibilities into the fabric of the firm. 
In other words, intentions need to be backed by policy commitments - they need to be embedded. 
If we return to the wording of the Guiding Principles on this particular point, the following is 
stated: 
 
“As the basis for embedding their responsibility to respect human rights, business 
enterprises should express their commitment to meet this responsibility through a 
statement of policy that: 
(a) Is approved at the most senior level of the business enterprise; 
(b) Is informed by relevant internal and/or external expertise; 
(c) Stipulates the enterprise’s human rights expectations of personnel, business 
partners and other parties directly linked to its operations, products or services; 
(d) Is publicly available and communicated internally and externally to all 
personnel, business partners and other relevant parties; 
(e) Is reflected in operational policies and procedures necessary to embed it 
throughout the business enterprise.” (UN Guiding Principles, 2011:15). 
 
Of particular relevance, points C, D and E are lacking in GAME’s organisational framework. 
From my research, it is clear that statements of intent are partially represented through policies at 
various levels albeit by word of mouth and not explicit policies. 
 
As such, goals within the human rights framework are better understood at the higher levels of 
the power hegemony than at lower ones. Those interviewees that are higher up in the 
organisational hierarchy have a more comprehensive understanding of the strategic implications 
of the approaches to human rights that the organisation has. 
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Moreover, such understandings are poorly embedded in the practical runnings of the organisation 
- which both Relinger and Bhattacharya argue against, as both theorists (like the UN Guiding 
Principles) maintain that is beneficial to embed CSR understandings into corporate workings - 
both as concerns policy statements and potential returns to shareholders. 
 
The internal communication at GAME has been poor and the communication department is new, 
compounding the complexity of communicating CSR to stakeholders, hereunder internal parties 
such as employees. However, there is consensus that it is improving and the department is self-
critical, aware of some of the communication challenges that the organisation faces (such as the 
gaps in the communication processes between full- and part-time staff and the wording of 
training polls). 
 
As stated, there is good communication at the top-tier of the organisation and amongst full-time 
staff but there are inconsistencies in the communication process on a holistic level. Whilst some 
of this can be attributed to the varied nature of employment amongst full and part-time staff, 
there is a need for more comprehensive, consistent communication across the board, as ratified 
by statements from various employees.  
 
5.2 Conclusion  
In this thesis I have examined which CSR traditions are evident in the everyday internal 
communication at GAME. Arguments for the legitimacy of CSR in today's world have been 
made and a presentation of the field's history from its genesis in the fifties to its modern – day 
application have been provided. 
 
Whilst much of the theory on the subject matter pertains more generally to corporate contexts 
that are more akin to the practices of larger firms with profit–making priorities, there is agency 
for the application and implementation of socially responsible practices for all forms of 
organisational structures. This therefore includes NGO's like GAME, even though it can be 
argued that many of its practices are anchored within socially responsible practices, given that 
they work within a human rights framework. For this reason, much of the empirical data 
concerning GAME's CSR policies does not exist in writing – as explicitly stated policy. As such, 
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qualitative interviews have been used as a methodological tool to gather discourse on the matter 
and an analysis anchored within critical discourse analysis and social constructionist theory has 
been made.  
 
It is important to account for some degree of bias on my part, as an individual involved in 
GAME. On the one hand, this has contributed in depth knowledge - on the other, an outsider 
perspective may have nourished objectivity. Similarly, much of the theory used in this thesis is 
applicable in a corporate (as opposed to a non-profit context). There is agency for NGO’s to 
incorporate a socially responsible mindset in their way of operating, as this thesis has argued for. 
In this vein, one could argue that there is a need to cultivate theory that argues for this.  
 
An understanding of corporate goals and CSR and opinions related to internal communication 
were the focal point of the interviews used in this thesis. They were made with eight GAME 
employees of varying ethnicities at different levels of responsibility within the organisational 
hierarchy. The findings echo the lack of explicitly stated CSR policies- respondents contend that 
practicing CSR in the strict application of the term is not relevant for GAME. Their 
understanding of CSR is also varied and in some cases imprecise. Compounding this, there are 
some interviewees who have been at the organisation for a long period of time who are unaware 
of its corporate goals whilst there are others who have been a part of GAME for a shorter period 
of time who have a better awareness of such goals. These variations point to inconsistencies 
within the internal communication at GAME, which, according to many respondents is an area 
that is poor and in the process of being addressed. 
 
Various theorists such as Relinger, Bhattacharya and John Ruggie within the UN Guiding 
Principles argue that CSR intentions should be backed by policies that embed them into the 
everyday operation of the organisation. A significant part of doing so entails such theories being 
manifested in the manner in which organisations communicate internally. From the empirical 
data gathered, it can be argued that GAME's internal communication does indeed incorporate 
some elements of CSR, be as it may that they are implicit. For example, GAME works within a 
framework that supports human rights – more specifically the promotion of diversity and anti – 
discrimination. This is in keeping with the UN Guiding Principles of 2011, which advocate for 
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organisations doing so. Diversity and anti-discrimination are areas of consensus amongst 
interviewees and an element that is present in the internal communication at GAME. 
 
This notwithstanding, GAME's internal communication is not as thorough as it could be, if it 
were more deeply rooted in a CSR mindset – it fails to embed understandings of human rights 
and other corporate goals (independent of whether they are deemed as being relevant in a CSR 
context or not) into the manner in which it operates. One could argue that this is why there are 
several major discrepancies in the answers given by respondents at different levels of the 
corporate hierarchy. 
 
Whilst the basic foundations for the practice of good CSR exist, there is room for improvement 
in the organisation’s internal communication methods to ensure that GAME's desire to support 
diversity and anti – discrimination is shared amongst all its employees, including those with less 
responsibilities at the lower segments of the organisational hierarchy. Moreover, there are key 
inconsistencies in the manner in which GAME communicates its intentions to measure the 
effectiveness of its final product -with regard to the counting of attendees at GAME practices, 
the categorization of ethnicity from a position of power goes against the CSR paradigm within 
which GAME operates. Better internal communication can help channel more thorough 
understandings of CSR, which, it can be argued, can optimize the manner in which the 
organisation works and add value to the brand by winning stakeholders over. 
 
This said, CSR is a complex and rapidly evolving phenomenon that has only very recently 
gained legitimacy at the high orders of society (e.g. Via the UN, who are an authority within 
global affairs). Similarly, the nature of GAME's operation (working within a human rights 
paradigm whose final product is difficult to measure quantitatively) has placed challenges on the 
scope and nature of this thesis.  
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5.3 Further Research  
 
In this last section, I will briefly account for some of the additional avenues that one could have 
considered with regards to the problem formulation used in this thesis. This section also includes 
a four-point recommendation to GAME, based on the findings of the research made.  
 
The complex nature of CSR and moreover CSR in an NGO gives room for plenty of discussion 
as this thesis has shown. Focus was narrowed to internal communication, but it is worth 
contemplating what a more rounded approach that explored other avenues such stakeholder 
agreements between GAME and its partners would give in terms of providing material for 
discussion. Likewise, given that the meta -theory frame of this thesis is social constructionism, 
taking more variables into consideration with regards to the methodological processes used is 
also a contemplation that one can make at this stage. One can argue that doing so would, in 
research terms, give more factors to work with as far as linking respondents background, 
experience, position and so on to the nature of their answers and ultimately to the discourse 
formed as a consequence.  
 
Reiterating the complexities of the CSR debate as it is understood in society today and indeed as 
it is understood at an NGO like GAME, there is a human rights focus that one can articulate as 
the anti-discrimination and diversity interests that GAME maintains. This is true of its dealings 
with its stakeholders, particularly its target group and as discussed, also partially valid with 
regard to its personnel hiring protocols. A more stringent review of such protocols and indeed 
focusing on one of the articulations of the CSR traditions that seem evident at GAME is also 
something that at this stage, leaves one with curious thoughts. For example, one can raise the 
question as to whether the diversity profile with regard to employment at GAME has changed 
over the years and if so, how ? Similarly, GAME is a rapidly growing organisation with 
expansion plans that target a presence in 10 countries spanning 100’000 youth in and around 
conflict zones in various parts of the world. (GAME annual report, 2014;3). Reviewing its 
expansion policy and examining potential CSR strategies, traditions or intentions therein would 
therefore make for interesting further research.  
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5.4 Recommendations 
 
GAME does not operate within an explicitly defined CSR tradition. Implicitly, however, GAME 
does operate within a framework of responsible practice, typically along the lines of human 
rights endeavours within which there is focus on promoting diversity and working towards anti-
discrimination. There are varied understandings of CSR amongst GAME’s employees though 
there is consensus regarding matters of anti-discrimination and diversity that suggests that it is 
highly prioritized, albeit more implicitly than explicitly. 
 
According to the CSR theory I have employed, there is a need for the organization to embed its 
understandings of CSR more firmly into the organization’s DNA and indeed into the manner in 
which it communicates internally. By doing so, a more consistent approach to CSR can be 
adopted and this in turn can add value to the organization and its stakeholders. Even though 
GAME is an NGO, it can operate in a more efficient manner by sharpening its CSR profile, for 
instance by making sure that all employees are on the same page when it comes to them 
understanding the organisational objectives related to CSR. 
 
In the grand scheme of things, GAME has a lot of potential when it comes to working within a 
framework that respects human rights. However, such a framework ought to be embedded more 
clinically into the workings of the organisation. This exists in partiality at present; there are those 
who are well-informed regarding the intention that GAME has to respect human rights but there 
are many in the organisation who are poorly informed. 
 
I recommend the following four focus points with regard to GAME operating in a more socially 
responsible manner: 
 
1. Reflect that the organisation works within a UN framework to respect human rights 
2. Go Beyond merely declaring respect for human rights frameworks: Implement 
them into the organisation’s DNA 
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3. Be critical of the human rights frameworks being followed and overall 
organisational practices (exercise due diligence) 
4. Embed CSR policies into the internal communication process 
 
 
These points will now be discussed individually. 
 
1. Reflect that the organisation works within a UN framework to respect human rights 
 
The UN Guiding Principles state that: 
 
“Business enterprises need to know and show that they respect human rights.” “ 
They cannot do so unless they have certain processes in place.” (UN Guiding 
Principles, 2011:15). 
 
2) Go beyond merely declaring respect for human rights frameworks: Implement them into 
the organisation’s DNA 
 
As discussed, GAME does operate within a tradition that respect human rights; however, there 
are inconsistencies in the wording of such policy that complicate its implementation on a 
practical level and the manner in which it is understood at different levels in the organisation. An 
understanding of and commitment to human rights can be sharpened, for instance, via: 
 
“A policy commitment to meet their responsibility to respect human rights.” (UN 
Guiding Principles, 2011:15). 
 
Such a policy commitment ratifies GAME’s commitment to meeting its human rights policies, to 
act against them merely existing in written form but not in practical application. A commitment 
of this sort: 
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“(c) Stipulates the enterprise’s human rights expectations of personnel, business 
partners and other parties directly linked to its operations, products or 
services;” (UN Guiding Principles, 2011:15). 
 
“(d) Is publicly available and communicated internally and externally to all 
personnel, business partners and other relevant parties;”(UN Guiding Principles, 
2011:15). 
 
“(e) Is reflected in operational policies and procedures necessary to embed it 
throughout the business enterprise.” (UN Guiding Principles, 2011:15). 
 
3) Be critical of the human rights frameworks being followed and overall organisational 
practices (exercise due diligence) 
 
As previously stated, GAME’s policy commitments towards human rights lack thorough 
formulation. Policies that are of the nature expressed above and that shine through various areas 
of the organisational structure can help build a CSR profile that adds value to GAME. In addition 
to the aforementioned policy, the organisation, according to CSR theory from the UN Guiding 
Principles, work towards implementing: 
 
“(b) A human rights due-diligence process to identify, prevent, mitigate and 
account for how they address their impacts on human rights” (UN Guiding 
Principles, 2011:15). 
 
By doing so, GAME would be more critical towards some of their human rights impacts. 
Naturally, the Guiding Principles were written with scope on larger enterprises whose human 
rights “footprint” is arguably more significant than that of an NGO such as GAME. This 
notwithstanding, there are inconsistencies in some of the human rights operations that the 
organisation operates within that need to be reviewed with more a more critical perspective. A 
similar point is raised by the Guiding Principles, which state that (organisations ought to strive to 
implement):  
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“(c) Processes to enable the remediation of any adverse human rights impacts 
they cause or to which they contribute.” (UN Guiding Principles, 2011:15). 
 
One can argue that GAME would do well to review its impact to human rights through its work. 
Again, whilst this point is more applicable to larger, usually profit-driven firms, certain methods 
in the processes within which GAME works towards anti-discrimination and promotion of 
diversity (e.g. the counting of practice attendees), need to be evaluated critically, or certainly 
more critically than has been the case hitherto. 
 
 
4) Embed CSR policies into the internal communication process 
 
There are also improvements that, based on my theory, give agency to GAME leaning more 
towards aiming to embed its CSR position into its organisational DNA. For instance, the 
communication process, which this thesis has had particular focus on, can be streamlined in such 
a way that it is more of a two-way initiative and is used as a tool to get everyone in the 
organisation on the same page.  
 
Regarding two-way communication; Relinger is of the opinion that: 
 
“In a transnational company, the commitment must be communicated clearly, 
frequently, and in multiple settings.” “Personnel must encounter the commitment 
in meetings, newsletters, and daily interactions so that they develop a consistent 
understanding of both the commitment and its rationale.” (Relinger 2014:18). 
 
GAME is a transnational company in that it exists both in Lebanon and Denmark and it has plans 
of expanding to an additional 10 countries in the near future, rendering it applicable for this 
quote. Whilst it is true that there are newsletters and other media that do communicate 
understandings of the company’s CSR commitment and rationale, as discussed, there are parts of 
the organisation that communicate better than others. It is important for all employees to be on 
the same page and to develop a consistent understanding, through clear, frequent, multi-layered 
policy commitments. Moreover, 
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“Bottom-up communication processes are also necessary to ensure that the 
commitment is implemented appropriately. Both prior to and during 
implementation, managers should consult with personnel about opportunities and 
challenges in aligning their practices with the commitment.” (Relinger, 2014:18). 
 
In other words, whilst it is important for GAME to communicate consistently from the top-down 
in order for employees to gain an understanding of the company’s CSR goals, it is equally 
important that the flow of communication is two -way. This way, a more holistically constructed 
CSR commitment can be formed and edited / adapted accordingly during its implementation. As 
it is, there are part-time staff who are at the periphery when it comes to their involvement in the 
communication process, hereunder the implementation of policy commitments. Ensuring that 
their opinions are also taking into account is therefore pivotal to embedding CSR practices in the 
company. 
 
Equally, it is also important that, in addition to implementing a CSR commitment at all levels of 
operation within the company, such a commitment be seen through and reviewed, in order to 
make it more effective. Doing so is argued for by Rick Relinger for example:  
 
“In addition to assessing personnel and executive performance, it is important to 
evaluate the on going effectiveness of the implementation plans and progress 
towards the commitment.” (Relinger, 2014:19). 
 
Relinger highlights the importance of evaluation and progress checks with respect to CSR, 
which, as has been discussed above, it important when it comes to ensuring that 
organisations maintain their CSR commitments. Whether this CSR commitment is stated 
explicitly or not, one can argue that there are certain implicit understandings of the social 
responsibilities entailed by the nature of an operation like GAME (as articulated by the 
various interviews conducted). There are theoretical arguments such as Relinger’s which 
opine that such understandings of goals and other concepts ought to be reviewed regularly 
to ensure that organisations don’t wander too far away from such commitments.  
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